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DEDICATION 
To my parents and my professors. 
1 
INTRODUCTION 
The Problem Setting 
There are rapid changes taking place in agriculture in the United 
States. There are changes toward advanced technology, toward larger 
farms, toward increased over-all productivity and productivity per man, 
and toward increased rural specialization. This implies changes in all 
types of institutions; i.e., family, school, business, church, and 
government. The sector of the rural society which will be focused upon 
in this thesis is the business sector. Agribusiness--the total farm 
business complex--has become a major U.S. industry with many of the 
problems which accompany a large complex, changing and growing industry. 
The basic rural population upon which much attention and research 
has been focused is the farmers themselves. However, as in any industry, 
it is not merely the farm production process which must be efficient, 
but the supplying of raw materials, the wholesaling of the products, and 
finally the retail selling must also be efficient in this process. This 
research focuses on a vital link in this complex, the managers of farmer 
cooperatives, cooperative farm supply dealers. 
The selection and training of effective managers is a crucial 
problem. Both the selection and training process assumes there is ade­
quate knowledge or criteria upon which to base selection and training 
decisions. It assumes there is sufficient knowledge about what makes an 
effective manager. Yet there is little verified knowledge about the causal 
(or even relational) linkages between personal attributes, knowledge. 
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attitudes and skills needed and successful management and financial out­
comes of cooperatives. 
It is assumed that more effective managers will not only improve 
the functioning of cooperatives but would also directly benefit the 
farmers. With more efficient suppliers, the farmer should be able to 
attain more optimum use level of farm inputs and should benefit from 
lower costs of inputs and greater returns on his products. This should 
be especially true of cooperatives whose saving in theory are passed 
directly on to patron members. 
It is the general purpose of this study to determine variables 
associated with management behavior and success, specificly in farmer 
cooperatives, 
Thesis Objectives 
This thesis is concerned with human behavior in general and manage­
ment behavior in particular. It is focused, as previously stated, on 
variables which might be associated with management behavior and in turn 
with economic performance of farmer coopératives^ 
Management has been perceived by many scientists and experienced 
managers as the science and art of combining ideas, facilities, processes, 
materials and people to produce and market a product or render service 
profitably. Thus an essential of good management is the ability of the 
manager to manage himself--organize his own work and thoughts, decide on 
a course of action, execute decisions and impartially analyze the results 
therefrom. Unless he mar.agss himself effectively, no amount of ability, 
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skill, experience or knowledge will make him an effective executive. 
Good management is considerably more than being technically compe­
tent. Many technically competent people make inferior administrators. 
Many persons who are less technically competent are productive adminis­
trators. Managers who are both technically and administratively competent 
are usually superior managers. This superior management is often the 
scarcest resource and very often the most limiting resource in a business. 
Land, equipment, capital and labor are usually not so scarce as good 
management. A superior manager may make a success of an otherwise poor 
business potential, while a poor manager may fail even with a great busi­
ness potential. 
On the whole, cooperatives may require superior managerial ability 
because of their organizational structure and the dual position of their 
customers, that of patrons and stock-holders. 
In farmer cooperatives the board of directors, manager and his 
employee team are charged with the responsibility of planning, organizing, 
directing, coordinating and controlling the cooperative. These steps are 
often referred to as the functions of management. Tliis study is con­
cerned only with variables which might be associated with the manager's 
performance in each of the functions of management and which in turn 
should be related to the economic performance of the farmer cooperative. 
The general objectives of this dissertation can be summarized as 
follows : 
CI) To develop and test an analytical model of human 
behavior. 
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(2) To determine some of the individual's personal variables 
which are related to human behavior. 
(3) To determine some of the situational variables which 
are related to human behavior. 
(4) To develop a predictive model of human behavior. 
Consistant with the above stated general objectives of this disserta­
tion the specific objectives are as follows; 
(1) To develop predictive models of typology of management 
behavior including personal variables and situational 
variables. 
(2) To determine the relationships between selected personal 
variables and management behavior. 
(3) To determine the relationships between selected situational 
variables and management behavior. 
(4) To determine the relationships between types of manage­
ment behavior and the economic outputs of farmer 
cooperative associations. 
Thesis Outline 
The objectives stated above guide the ramainder of this thesis. 
The following chapter contains the developed analytical model which is 
the overall framework of the thesis. An attempt was made to generate a 
logically as well as theoretically interrelated set of concepts in this 
analytical model. The elements and/or the concepts of the model are 
individual behavior or action, individual personal variables, lIik situa-
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individual behavior practices, and consequences of the output of the 
individual behavior practices. The theoretical basis for this model were 
discussed along with the presentation and discussion of the concepts and/ 
or the elements of the present study of management behavior or performance 
in farmer cooperative associations. The first step focused on defineing 
and discussing the environment in which the manager makes and implements 
his decisions. The second step delt with human behavior in general, the 
role of the manager in farmer cooperative, and types of management behavior 
in particular. The third step focused on presenting and discussing some 
selected individual personal variables and situational variables which 
were assumed to be related to types of management behavior. The third 
step followed with theoretical discussion of the output of the individual 
behavior practices and its consequences. 
General hypotheses, sub-general hypotheses, and specific hypotheses 
are presented next. Ten general hypotheses presenting the analytical 
model were derived from the theoretical orientations. Derivation of 
hypotheses chapter also includes detailed definitions of Lite concepts 
used in the hypotheses and rational for each hypothesized relaciuuship. 
Then the methods and procedures used in testing the hypotheses are 
discussed. The field study which provided the data for this dissertation 
is discussed. The operational measures of the concepts contained in 
the specific hypotheses are presented. The statistical methods used are 
zero order correlation, multipole linear regression, and F test. 
The findings are presented next. The general hypotheses are stated, 
with the empirical hypotheses used to test each of the general hypotheses. 
Also, statement of the null hypothesis and the results of tîie statistical 
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tests of significance are presented with each empirical hypothesis. 
The findings chapter is followed by discussion and suggestions for 
future research chapter. In this chapter the findings pertaining to the 
hypothesized relationships between management behavior types and each 
specific concept have been discussed. Discussion of multiple relation­
ships is also presented. Based on this study and its findings suggestions 
for future research are offered. 
The final chapter of the dissertation contains a summary. 
The summary is followed by the bibliography, the acknowledgments 
and appendicies. 
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THEORETICAL ORIENTATIONS 
The primary purpose of this section is to discuss the process of 
management in some detail and to relate this process to a broader theoreti­
cal and conceptual framework of social behavior. From this broader frame­
work hypotheses concerning the expected relationships between selected 
personal variables and situational variables and management process will 
be derived. Also hypotheses about the relationships between types of 
management behavior and economic variables will be developed. The disci­
plines from which the concepts, theory and research generalizations 
will be drawn are sociology, social psychology, psychology, business 
administration, education and economics. Implicit in this approach is 
that no one discipline provides all of the concepts and generalizations 
to account for the complex behavior involved in business management. 
The Analytical Model 
The analytical frame of reference, or model, utilized in this study of 
managers of farmer cooperatives and the factors associated with managerial 
performance is presented in this section. There appears to be no existing 
theoretical framework or model which covers all the variables which are of 
concern in this study. Therefore an attempt will be made to develop an 
analytical model to encompass the variables which are of central concern. 
The analytical model is intended to be abstract and general in its orienta­
tion in order to give it the merit of elasticity and wide scope of 
generality and/or applicability. An autempt is made to generate a logi­
cally as well as theoretically interrelated set of concepts in this 
analytical model. 
The elements and/or the concepts of the model are as follows: 
1) Individual behavior or action. 
2) Individual personal variables. 
3) The situational conditions relevant to the individual actor 
4) Outputs of the individual behavior practices. 
5) Consequences of the output of the individual behavior 
practices. 
Schematically the relationships of the analytical model are as 
fol lows : 
Consequenc 
of the 
output of 
the 
Individual 
behavior 
practices 
The 
conditions 
around the 
i ndi vidiial 
ac tor 
Individual 
behavior 
or action 
Output of 
the 
individual 
behavior 
practices 
Individual 
personal 
variables 
Figure ]. The analytical model 
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Assumptions about the modeI 
The assumptions that underline the model are as follows: 
(A) General assumptions : 
1. Man is an organizing being. 
2. Man has the ability to deal with abstractions. 
3. Individual behavior is goal-oriented. 
4. Individual behavior is normatively regulated. 
5. Individual characteristics (ascribed and/or 
achieved) influence his behavior and sometimes 
determine his course of action. 
6. The individual is assumed to be a product of his 
experience world and the situational conditions 
direct his course of action, 
7. The model assumes that individual behavior will have 
direct and/or indirect affect on the other individuals 
in the collectivity or the system and on the system 
itself. 
8. The model also assumes that the output of the 
individual behavior will produce reactions and/or 
consequences in the collectivity and/or the system. 
(B) Specific assumptions: 
1. Generality (apply to any situation where human behavior 
and its outcome are the subject of stiîdy) = 
2. Applicability (the model could be applied empirically). 
3. Predictivity (the model has a predictive power and may 
be used for prediction of human behavior and/or the 
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outcome and/or the consequences of human behavior), 
4. The model assumes possible control over some of its 
components (such as situational variables). 
5. The variables in the model are assumed to be 
measurable with a high degree of accuracy. 
6. All other variables, not in the model, not under control 
(unmeasured variables) are assumed to be constant (have 
no measurable affect on human behavior). 
Mathematical presentation of the model 
To facilitate handling of the above mentioned model of human behavior, 
this model could be presented in mathematical form in terms of a set of 
equations expressing the functions and functionals among its parts and/or 
components. These equations are as follows: 
H = F(PV) Equation (1) 
* 
where, H = human behavior 
F = function 
PV = personal variables. 
It is assumed that there are many personal variables which are capable 
* 
The concepts employed in the model will be defined later in this 
chapter. 
Vf* ^ 
A Uuiiccioii is a rule chat assigns to elemeacs of a sec S che elements 
of another set T, (A collection of objects is defined as a set.) 
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of affecting the individual behavior. Thus Equation 1 could be written 
in the following form; 
H=F[PV=f(X^, . X  , ...,X^)] Equation ( 2 )  
where, , .. . , X^ ,. . . , and X^ are various individual's personal 
variables which are assumed to have affect on his behavior. 
Another major factor affecting the individual's behavior as stated 
in the model is the situational conditions which are relevant to the 
individual actor. This relationship could be stated in the following 
form: 
H = F(SV) Equation (3) 
where, SV = the situational conditions and/or variables which are relevant 
to the individual actor. 
From previous research and theoretical statements it is apparent that 
there are numerous situational variables and/or conditions which might 
have influence and/or affect on the individual behavior. An attempt will 
bp made to include those elements and/or situational variables in the 
development of the model equations. This could be done by modifying 
Equation 3 and restating it in the following form: 
H = F [SV = f (X| ,. . . , X. , . . , , X^) ] iiÀquation (4) 
The unidentified elements in this equation and the following 
equations will be defined and all unmentioned elements will hold the 
previously stated definitions in other equations unless stated clearly 
otherwise. 
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where, ,..., ,..., X^ are various situational variables. 
From Equations 1 and 3 human behavior appears to have functional 
relation with both the individual's personal variables and the situational 
conditions and/or variables. Thus Equations 1 and 3 could be combined 
in one equation as it is stated in the following equation. 
H = F(PV, SV) Equation (5) 
By substitution from Equations 2 and 4, Equation 6 could be written 
as follows: 
H = F[PV = f^(X^,..., X^,..., X^); 
SV = fgCXj,..., Xj,..., X^)] Equation (6) 
where, F = function 
f = functional. 
This model presented in Equation 6 presents only the first part of 
the analytical model in regard to the factors which affect human behavior. 
The second part of the analytical model may be stated as follows: 
Q = F(OH) Equation (7) 
where, Q = consequences of the output of the individual's behavior 
practices 
F 3 function, 
OH = output of the individual's behavior practices. 
Output of the individual's behavior practices such as overall pro­
ductivity in the business firm as a result of managerial behavior and 
consequences will be economic success of the firm, etc. 
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Also the model has assumed that output of the individual's behavior 
practices is a function of behavior. This functional relationship could 
be expressed in the following form: 
OH = F(H) Equation (8) 
However, human behavior could be conceptualized into categories or 
types. This will be done in the present study. Thus Equation 8 could be 
modified and presented as follows : 
OH = F[H = f(h^,..., hj.)] Equation (9) 
where, h^ = type of behavior 
r = number of types of behavior. 
From Equations 7 and 8 the following equation could be derived and 
stated as follows: 
Q = F[OH = f(H)] Equation (10) 
and in more general form; 
Q = F(OH, H, PV, SV) Equation (11) 
Thus the overall analytical model could be written in very general 
form as follows: 
Q - F[f^(X^,..., ,..., X^); 
f 2 (^ 2^  5 • • • > , • • • , X^ ) , 
f (X,,..., X x ) l  Equation (12) 
mi J u 
where; j = 1.,,,. n i = 1,...,m. 
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This relationship in Equation 12 could be linear or curvelinear and 
will hold true as long as the study meets the assumptions of the developed 
analytical model. 
The theoretical basis for this model will be discussed along with the 
presentation and the discussion of the concepts and/or the elements of 
the present study of management behavior or performance in farmer coopera­
tives. The discussion will be mostly theoretical at this stage. The 
first step will be to define and discuss the environment in which the 
manager makes and implements his decisions. More specifically, the 
approach to the first step will be: 
(a) to discuss social systems at a general level, 
(b) to discuss and present some aspects of special 
type of social system generally called formal 
organization, and 
(c) to present some of the distinguishing characteristics 
of the formal organization under focus in this study, 
that is farmer cooperative. 
The second step will be to discuss human behavior in general, the role of 
the manager in farmer cooperative, and types of management behavior in 
particular. The third step will be to present and diacas.i some selected 
individual personal variables and situational variables which are assumed 
to be related to types of management behavior. This will be followed with 
a discussion of the output of the individual behavior and its consequences. 
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Social Systems 
The essential purpose of the following discussion of the concept 
social system is to gain a better understanding of the social system as a 
basis for a general context in which to analyze human behavior; in this 
particular case the behavior of the managers of farmer cooperatives. 
In the literature of the social sciences, definitions of "system" 
seem to range from the minimal one which sees any set of variables regard­
less of the degree of interrelationships among them as a system (25) , to 
the more complex system such as defined by Sorokin (89) : a social system 
is a group of interacting individuals which 
"has as its raj.son d'etre a consistent set of 
meanings - values - norms that satisfies their 
need(s) and for whose use, enjoyment, maintenance, 
and growth the individuals are freely or coercively 
bound together into one collectivity with a definite 
and consistent set of law-norms prescribing their 
conduct and interrelationships..." (89, p. 27) 
Within this range there are several ways in which conceptions of 
system vary. One is the dimension of autonomy. According to Sorokin 
(89) , different social systems may be expected to have different degrees 
of autonomy in relation to their environments. Not clearly the same and 
not clearly a different dimension is Parsons' distinction between total 
and partial social systems (71). It is more apparent that Parsons is 
dealing with a different distinction when he says a social system is but 
one of three aspects of a complete system of action, the other two being 
individual actors' personality systems and the cultural system inherent in 
their action patterns. Each of the three is, Parsons (71) says, 
"an independent focus of the organization of the 
elements of the action system in the sense that no 
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one of them is theoretically reducible to terms of one 
or a combination of the other two. Each is indispensable 
to the other two in the sense that without personalities 
and culture there would be no social system and so on 
around the roster of logical possibilities." (71, p. 6) 
Within the range of definitions of system there are various grada­
tions of "systemness" in different conceptions of social systems. 
Bertalanffy (11) defines a system as, "a complex of elements standing in 
interaction" (11, p. 199). He regards this as sufficient for discerning 
"general principles holding for systems, irrespective of the nature of 
the component elements and of the relations or forces between them" (11, 
p. 199). 
A little further along the scale of systemness is Hagen's (36) 
conception of an analytic model of defined elements and their interrela­
tions . 
"The relationships among the elements of a system are 
statements of the alternative values (magnitude) or states 
of one of the elements associated with alternative values 
or states of one or more of the other elemenfs," (36. p. 506). 
This at least suggests that a quantitative approach can be made to 
the mutual regressions of assorted variables upon each other. Moreover, 
Hagen (36) provides further useful definitions: 
"A system which is interacting with its environment 
is an open system...," (36, p. 506) 
and 
"Elements of the system whose magnitudes are wholly 
determined by the environment." (36, p. 507) 
and which therefore remain constant in the absence of environmental change 
"are termed parameters" (35, p. 507). And he offers the empirical 
assertion that all real life systems are open systems. 
According to Loomis (57), 
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"The social system is composed of...the interaction 
of plurality of individual actors whose relations to 
each other are mutually oriented through the definition 
and mediation of a pattern of structured and shared 
symbols and expectations." (57, p. 4) 
By this definition there is more to a system than just a complex of 
elements standing in interaction; the interaction must have symbolic and 
normative aspects. Itius it is apparant that Hagen conception of the 
social system differs from that of Loomis, especially in regard to the 
symbolic and normative aspects of the system. 
While it is recognized that social systems are composed of individuals, 
the patterning of relationships are the important attributes of the system. 
In some social systems, the patterned interaction is very distinct, highly 
structured and persistent while in others it is less distinct, less 
structured and more transient. As stated by Loomis (57), 
"Any level of interaction furnishes examples of social 
systems: the direct, face-to-face, personal interaction 
of two actors, or the indirect, enormously interlinked, 
impersonal interactiun of a society." (57, p. 4) 
In the development of his analytical framework of social system, 
Loomis uses three sets of concepts: 
(1) specific social system elements, 
(2) master proceses, and 
(3) conditions of social actions. 
Loomis delineates nine specific elements of social systems; 
(1) belief (knowledge) --any proposition about the universe 
which is thought to be true; 
(2) sentiment--feeling about phenomena; 
(3) end, goal or objectivc--changc which members of a 
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social system expect to accomplish through appropriate 
interaction; 
(4) norm--the standard which prescribe what is acceptable 
or unacceptable; 
(5) status-role--that which is to be expected from an 
incumbent of any social position; 
(6) power--capacity to control others; 
(7) rauk-power--the value an actor has for the system 
in which the rank is accorded; 
(8) sanetions~-rewards or penalties meted out by members 
of the system to attain conformity to its ends and 
norms ; and 
(9) facility--means used by the system to attain its ends. 
The two-term entity, status-role, contains the concept of status, a 
structural element implying position and the concept role, a functional 
position. The concept of power used by Loomis has two major forms--
auLhority and influence. Authority is defined as the right, as determined 
by Liie system, to control the actions of other;,. Influence may be re­
garded as control over others which is of non-authoritative nature (57). 
Loomis sets forth six comprehensive or master processes: 
(1) Communical: ion--the process by wliich information, decisions 
and directives pass through the system and provide data 
upon which beliefs are gained and sentiments are formed 
or modified; 
(2) boundary maintenance--the process by which the social 
sysLeiii retains its solidarity, identity and interaction 
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patterns; 
(3) systemic linkage—the process whereby the elements of at 
least two social systems come to be articulated so that 
in some ways they function as a single system; 
(4) socialization--the process whereby social and cultural 
heritage is transmitted; 
(5) social control--the process by which deviation is 
counteracted; and 
(6) institutionali2ation--the process whereby human behavior 
is made predictable and patterned and social systems are 
given the elements of structure and the processes of 
function (57). 
Also, Loomis differentiates, for analytical purposes, between the 
external pattern and internal pattern of a social system. An external 
pattern is: 
"A pattern of interaction which displays the relations 
necessary for the group's adjustment to its environment 
and for the attainment of its goals." (57, p. 40^ 
"The internal pattern is a pattern of internotion vjhich 
consists of those relations that focus upon the expression 
of sentiments of system members toward one another,'' 
(57,  p .  42)  
Another definition in the sociological literature is that of Romans (45), 
"The activities, interactions, and sentiments of the 
group members, together with the mutual relations of 
these elements with one another during the time the 
group is active, constitute what we shall call the 
social system." (45, p. 87) 
Romans is known also for his subdivision of the social system into 
two parts--the external system, or "the state of these elements and of 
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their interrelations, so far as it constitutes a solution... of the 
problem: How shall the group survive in its envronment?" and the 
internal system, or "the elaboration of group behavior that simultaneous­
ly arises out of the external system and reacts upon it" (45, p. 90). 
Eleven years later, Romans changed his mind somewhat and suggested in 
lieu of the term "external system" a less pretentious word, "givens." 
For sociologists who might not wish to be that unpretentious, he sug­
gested such alternatives as "parameters" or "boundary conditions." By 
whatever label, he said, they are not always related to each other in 
such a way as to constitute a system (46). But even with this stipula­
tion, it is doubtful whether Romans' conception of a social system's 
parameters is synonymous with Hagen's. 
For Romans, a social system is something characterizing a human group 
of any size, and varying degrees of autonomy, from the workers in the 
Bank Wiring Room to the inhabitants of a Polynesian island. 
Loomis seems to regard the social system ambiguity as a virtue, for 
he says, 
"The concept of the social systeiu euuules the analytic 
observer to move from a given subsystem to the larger 
societal system and back again. It is equally 
legitimate to examine American society and the relations 
of the doctor and his patient, since both constitute 
social systems exhibiting an orderly uniformity of 
interaction." (57, p. 4) 
But it is questionable whether all social systems have the same kind of 
uniformity; though Loomis asserts that for all social systems "the 
elements that constitute it...and the processes that articulate it 
remain, the same" (57, p. 5). 
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By Loomis' definition, as previously stated, a social system involves 
shared symbols and expectations, but he has gone even farther in saying 
that since a system implies order, "a major criterion for delineating 
a social system is simply the existence of consensus with respect to the 
appropriate ways of behaving and doing things" (57, p. 17). 
From the above discussion one might conclude that there are many 
types of social systems. Various criteria can be u.ied in classifying and 
naming social systems. In this study, the major concern is with the 
farmer cooperatives which is conceived to be a specific instance of a 
social system. Also, the farmer cooperative may be further conceptualized 
as a special type of formal organization. Formal organizations are con­
ceptualized as a general type of social system. Formal organizations 
will be discussed to provide insights about the role of the manager (or 
operational manager) in a local farmer cooperative. 
Formal Organizations 
As well as being viewed as a special type of social system, the 
business association (farmer cooperative) can be viewed as a formal 
organization. In this study, the formal organization will be viewed as 
a special type of social system. 
Views about organizations 
The study of organizations is both new and old. Writings about 
organizations can be traced back for thousands of years. As a rsult, 
there are a number of different schools of thought and a number of litera­
tures oa organisations. One of the difficulLies in dealing with the 
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subject today is this multiplicity of literatures. 
Scott (86) in a review and an appraisal of the various approaches 
to theory of organizations lists three general classifications--classical 
doctrine, neoclassical theory and modern organization theory. Each 
approach will be briefly presented. 
Classical organization theory According to Scott (86) classical 
organization theory is built around four key pillars. They are the 
division of labor, the scalar and functional processes, structure, and 
span of control. Given these major elements just about all of classical 
organization theory can be derived. 
1. Tlie division of labor is without doubt the cornerstone among 
the four elements. From it the other elements flow as 
corollaries. For example, scalar and functional growth 
requires specialization and departmentalization of functions. 
Organization structure is naturally dependent upon the 
specialization of activities in company development. 
Finally, span of control problems result from the number 
of snpcialized functions under the jurisdiction of a 
manager (86). 
2. The scalar and functional proceses deal with the vertical 
and horizontal growth of the organization, respectively. 
The scalar process refers to the growth of the chain of 
command, the delegation of authority and responsibility, 
unity of command, and the obligation to report. TTne 
division of the orgauizacion into specialized parts and 
che regrouping of ihe parts into compatible units are 
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matters pertaining to the functional process. This 
process focuses on the horizontal evolution of the line and 
staff in a formal organization. 
3. Structure is the logical relationships of functions in an 
organization, arranged to accomplish the objectives of 
the organization efficiently. Structure implies system 
and pattern. Classical organization theory usually works 
with two basic structures, the line and the staff. Again, 
structure is the vehicle for introducing logical and con­
sistent relationships among the diverse functions which 
comprise the organization, 
4. The span of control concept relates to the number of sub­
ordinates a manager can effectively supervise. Span of 
control has significance, in part, for the shape of the 
organization which evolves through growth. Wide span 
yields a flat structure; narrow span results in a tall 
structure. Further, the span concept directs attention 
to the complexity of human and functional interrelationships 
in an organization. 
It would not be fair to say that the classical school is unaware of 
the day-to-day administrative problems of the organization. Paramount 
among these problems are those stemming from human interactions. But 
the interplay of individual personality, informal groups, interorganiza-
tional conflict, and the decision-making processes in the formal structure 
appears largely to be neglected by classical organization theory. 
Additionallyi the classical theory overlooks the contributions of the 
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behavioral sciences by failing to incorporate them in its doctrine in 
any systematic way. In summary, classical organization theory has 
relevant insights into the nature of organization, but the value of this 
theory is limited by its narrow concentration on the formal anatomy of 
organization. 
Neoclassical organization theory Generally, the neoclassical 
approach takes the postulates of the classical school, regarding the 
pillars of organization as givens. But these postulates are regarded 
as modified by people, acting independently or within the context of the 
informal organization. One of the main contributions of the neoclassical 
school according to Scott (86) is the introduction of behavioral sciences 
in an integrated fashion into the theory of organization. Through the 
use of these sciences, the human relationists demonstrate how the pillars 
of the classical doctrine are affected by the impact of human actions. 
Further, the neoclassical approach includes a systematic treatment of the 
informal organization, showing its influence on the formal structure. 
Thus J the neoclassical approach to organization theory according to 
Scott (86) gives evidence of accepting classical doctrine, but super­
imposing on it modifications resulting from individual behavior, and 
the influence of the informal group. In summary, the neoclassical ap­
proach has provided valuable contributions to the understanding of 
organizations. But, like the classical tiieory, the neoclassical doctrine 
suffers from incompleteness and lack of integration among the many facets 
of human behavior studied by it. However, modern organization theory has 
made a raove to cover the shortcomings of the current body of theoretical 
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knowledge 
Modern organization theory Modem organization theory views the 
organization as a system. In discussing modern organization theory, 
Scott (86) states: 
"The distinctive qualities of modern organization 
theory are its conceptual-analytical base, its reliance 
on empirical research data and, above all, its integrat­
ing nature. These qualities are framed in a philosophy 
which accepts the premise that the only meaningful way 
to study organization is to study it as a system... 
Modern organization theory asks a range of interrelated 
questions which are not seriously considered by the two 
other theories. 
Key among these questions are: (1) what are the strategic 
parts of the system? (2) what is the nature of their 
mutual dependency? (3) what are the main processes in 
the system which link the parts together and facilitate 
their adjustment to each other? (4) what are the goals 
saught by systems?" (86, p. 19) 
Scott (86) lists the ingredients involved in system analysis as the 
parts, the interactions, the processes and the goals of the system. Tlie 
parLs ait; ueliaeated by Scott as the individual and the personality 
structure he brings to the organization, formal organization, informal 
organization, status and role patterns and physical setting. A set of 
processes link the parts. Those mentioned by Scott are communication, 
balance and decision making. For Scott, "Balance refers to an equilibrat­
ing mechanism whereby the various parts of the system are maintained in 
a harmoniously structured relationship to each other." (86, p. 21) 
In his discussion of goals of organizations, Scott lists three goals--
growth, stability and interaction--which may be intermeshed or independent 
ends in themselves. For Scott, interaction in the goal framework "... 
refers to organizations which exist primarily to provide a medium for 
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association of its members with others." (86, p. 22) 
In summary, modern organization theory needs tools of analysis and 
a conceptual framework uniquely its own, but it must also allow for the 
incorporation of relevant contributions of many fields. It may be that 
the framework will come from general system theory. Areas of research 
such as decision theory, information theory, and cybernetics also offer 
reasonable expectations of analytical and conceptual tools. Modern 
organization theory represents a frontier of research which has great 
significance for management. The potential is great, because it offers 
the opportunity for uniting what is valuable in classical theory with 
the social and physical sciences into a systematic and integrated con­
ception of human organization. 
The contributions to an ultimate theory about organizations as 
Warren (94) concluded are coming from many diverse fields. Some of these 
fields include management science, operations research, psychology, 
anthropology, sociology, political science, social psychology, mathe­
matics, economics, statistics and management itself. People in all of 
these fields are conducting research about organizations, or some aspects 
of behavior in organizations, or organization activities. However, at the 
present time an integrated or unified theory does not exist which can be 
used to generate hypotheses about management. 
Distinguishing charactcristics 
There are several theoretical treatments of formal organizations and 
an abundance of literature on specific aspects of formal organizations 
(94). As noted in the preceding discussion^ there are se^^eral schools 
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oC thought and the study of organizations has been approached from many 
different viewpoints. As pointed out earlier, the central emphasis of 
this study is on the operational manager in the local retail farm supply 
cooperative and the impact of his management on the outcomes of that 
cooperative association. If the cooperative association was the basic 
unit of analysis a much more detailed discussion of formal organizations 
and the interrelation of the cooperative associations with other social 
systems and the environment would be warranted. In the present study, 
the primary purpose of the presentation is to describe the environment 
of the manager and to provide a framework for the analysis of selected 
variables concerning his behavior and the related association outcomes. 
Ttie major unit of analysis is the manager and the major social system 
environment context is the social system, formal organization, farmer 
cooperative. 
Within the context just outlined, the intent of this section is to 
isolate some of the major characteristics which distinguish farmer 
cooperative associations as formal organizations from other social systems 
not to discuss all characteristics of formal organizations. The concepts 
selected to isolate major characteristics are 1) goals, 2) membership, 
3) democratic control. 
Goal s One of the major distinctions between formal and informal 
groups is made on the basis that at the time of origin the formal group 
and its structure were created and organized to achieve specific goal(s). 
Three important aspects according Lo Warren (94) are important in this 
distinction : 
(1) the organization was deliberately established and 
2 8  
(2) the formal structure was consciously planned 
(3) for the purpose to achieve certain goals. 
Formal organizations do not just arise from the social interaction of 
individuals but was organized and planned to help achieve certain goals. 
Over time, the social structure and the goals of the formal organization 
are a result of internal and external influences. Present in every 
organization which has some duration are formal and informal relations 
among the individuals in the organization as well as formal and informal 
structures. Although the distinction between formal and informal is 
relative, informal groups in formal organizations are social systems 
which emerge from the interaction of individuals. Although bearing 
on goal attainment, they were not usually deliberately created or organ­
ized by the formal organization for specific ends. The informal structure 
was not deliberately or consciously created or planned. While attention 
has been called to the primacy of goal attainment for the formal organiza­
tion, this does not imply the organization has only one goal or all 
individuals and subsystems in the formal organization have the same 
goal(R) as the organization. 
The organization provides a means of goal attainment. Because of 
the goal-directedness of the formal organization, goals have a profound 
influence on the characteristics of the organization. In fact, goal 
primacy is the basic reason for the existence and continued existence 
of the formal organization. 
As stated before farmer cooperative is a special type of the social 
system, it is a formal organization with some unique characteristics. 
29 
Farmer cooperative has a number of goals* similar to other formal 
organizations. However, the major and most important goal of farmer 
cooperatives is maximizing the income of their individual members by 
providing them with multi-services at reasonable costs ' . 
Membership Some formal organizations have restricted membership 
patterns. However, farmer cooperatives as i'ormal organizations have 
open membership. Anyone, man or woman, at least up to a fixed number in 
some cases, could join the cooperative on equal terms with the original 
members. 
The principal of open membership, while a good one, has to be quali­
fied, i In most cases, however, membership or withdrawal from membership 
is voluntary. 
Democratic control Different formal organizations sometimes have 
different types of administrations. Some tend to be democratic, others 
are not. One of the unique characteristics of farmer cooperative is its 
For further details regarding the goals of farmer cooperatives see 
Bernard Oliver McCabe (61a). 
By definition a cooperative is a multilateral agreement among farm 
firms to operate a plant jointly in order to provide themselves with goods 
and services at cost. 
For further details regarding the economic nature of a cooperative 
see Richard Phillips (73). 
^For further details regarding the theory of cooperation see Frank 
llobotka (80). 
30 
democratic control. A cooperative is brought into being by its members, 
that it exists to further their interests and that those who administer 
its affairs ... must be chosen directly or indirectly by the members 
and enjoy their confidence (76). 
Another democratic principle of farmer cooperatives is that of one 
man, one vote. This was based on the belief that the person, rather than 
his stock investment, should be the basis of voting (82). This principle 
is basically adhered to the majority of cooperatives. 
In summary the essential purpose of the above discussion was to 
gain better understanding of the social system in which the manager plays 
an important role as its planner, organizer, coordinator, and director. 
A discussion of the manager's role in this type of formal organization 
will follow after a theoretical discussion of human behavior. 
Human Behavior 
For an undersLariuin;^ of uuiuitn behavior, both the individual acting 
person and the social situation must be considered. Human behavior does 
not take place in a vacuum, but in a world of perceived reality. In 
this world the relevant aspects of the physical and social world are 
combined in a slightly differential manner by each iiidividur1. It 
becomes necessary to determine some of the variables involved as indi­
viduals interpret their physical and social world. Berelson and Steiner 
(9) state; 
"How people come to know and interpret their world is 
fundamental to the understanding of human behavior, 
since behavior, as distinct from sheer motion, is action 
that Lakes euviroaiUeuL into accouuc." (9, p. 87) 
Rose (81) states; 
"...culture, directly or indirectly, makes possible an 
individual's experience and gives form to an individual's 
reactions. And, to a certain extent, the individual's 
personality consists of his past experiences and his 
recurrent reactions to stimuli, (that is his consistent 
behavior)." (81, p. 147) 
Many sociologists perceive man as being born into the world with 
certain potentialities which have been biologically determined (intelli­
gence parameter, physical size, resistances or susceptibility to certain 
bodily ills, etc.). He is also born with a predisposition to act, i.e., 
sustain physical movement. Because of the unique nature of his intelli­
gence he has a penchant for placing all the phenomena which he perceives 
into patterns of meaningful intGrrelationships--man is an organizing 
being. He organizes the world around him into patterns of cause and 
effect which to him are rational. Since, in many instances, he does 
this without taking into consideration all of the data that are known or 
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are spurious, from the point of view of scientific fact (12). 
Abllity Lu deal with abstractions 
An attribute of man which clearly differentiates him from lower 
animals concerns his ability to deal with abstractions. It is considered 
to be an aspect of the social being of vital significance to an under­
standing of effective and efficient communication. 
In contrast to the here and now existance of lower animals, man has 
developed a remarkable power of handling concepts, facilitated by 
language, which makes it possible for him to deal with laore than the 
present. He ran think of things in their absence; he can think about 
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classes of things; he can think about the likely future, still unex­
perienced, happenings. And all these abstractions and generalities can 
encompass a broad time perspective--past, present, and future (49). 
Man has the ability to abstract and form concepts; he can abstract 
further and form more general concepts. His concepts and his language 
seem potentially capable of unlimited development. 
Fundamentally, the human's capability of dealing with abstractions 
involves the recall of mental images of past experiences, the making of 
value judgments about them, and the projection of the evaluation into 
the future. The use of this capacity makes it possible for man to make 
use of his own experience as well as those of his fellow men, living and 
dead, through communication systems (49). 
By thinking in abstraction and projecting himself into the future, 
man establishes goals toward which he can direct his actions and antici­
pate problems which will confront him. In addition, due to this human 
ability, he is capable of having a mental conception of himself as a 
social being. On the basis of his interpretation of how others perceive 
him, he develops a self-image which tends to determine to a great extent 
his interests and behavior. He also can consider these evaluations and 
expectations of his fellow men in terms of their potentialities for 
enhancing or impeding the attainment of goals which he desires. 
By using his ability to think about abstractions and to project 
himself into the future, man can establish in his mind the things he wants 
in the future, as well as when he wants them. It is possible for him to 
communicate his complex thoughts to others and in turn receive similar 
communication from them. 
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Because man has ability to deal with abstraction, he responds to 
stimuli in a different way than other forms of life, Man not only can 
think this way, but as a social being it is necessary that he does. 
Upon receiving stimuli, the individual interprets it on the basis of 
his accumulated experiences and responds accordingly (49). 
As stated, man is able to go through the process of perceiving 
interrelationships because he has the ability to deal with abstractions. 
He can create symbols in his mind which have empirical referents in the 
universe about him. This frees him of the necessity of b^ing in immediate 
sensory contact with phenomena in order to respond to them or act in 
relationship to them. This faculty is unique to man. 
Because man has this ability to deal with abstractions and communi­
cate via exchange of symbols with meanings, he has another uniqueness. 
Man is the only form of life which is faced with the necessity of making 
a distinction between those things which arc real and those which are 
possible. All the forms below him must have sensory experience with real 
things in order to respond to them. There is no future for any life form 
which cannot use symbols in its mental operations. Possibilities are 
always in the frame of reference of the future, "Since all life forms 
except man respond directly to stimuli, their behavior is much more 
easily predicted than that of man" (12, p, 3), They respond in what is 
called the simple reflex arc, stimulus response (12). 
It follows then that most of man's behavior is largely structured 
by his social environment. Of great significance in this respect is 
man's ability to recall mental images of his previous experience and pro­
ject himself into the future, nan's responses to current stimuli from 
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his environment are therefore based largely upon his interpretations of 
what the "meaning" of the stimuli he is receiving represents to him. 
According to Bohlen and Beal (12), man never responds to a stimulus 
perse. Whenever a human being is faced with a stimulus or problem he 
responds not to it, but to the interpretation which he places upon it. 
He deals not only with realities of the situation but the possibilities 
of it. Since he can deal in symbols he can project himself into the 
future and mentally create alternative courses of action which he can 
in turn evaluate and make choices re this evaluation. 
Bohlen and Beal (12) stated that in order to discuss the above more 
concretely, it is necessary to move to the lowest common denominator of 
human behavior, that which will be operationally called the unit act. 
The unit act 
The social act, according to Mead, is an act, "in which one indi­
vidual serves in his action as a stimulus to a response from another 
individual" (48, p. 321). It's important character, he maintained, is 
not imitation but the process of interstimulation in which the partici­
pating forms in a social act engage and which links them functionally 
together in a common social situation. Mead stated, "the important 
character of the social organization of conduct is not that one form in 
a social group does what the others do, but that the conduct of one form 
is a stimulus to another to certain act, and that this act again becomes 
a stimulus to the first to a certain reaction, and so on in ceaseless 
interaction. This is suggested by the descriptive phrase conversation 
of attitudes" (48, p. 321). 
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According to Bohlen and Beal (12), the unit act consists of: 
(1) the receipt of a stimulus, 
(2) the interpretation of this stimulus, and the circum­
stances under which it was received and 
(3) a response or an action. 
As contrasted to the simple stimulus-response man thinks in terms 
of stimulus--interprétâtion--response. 
Beal e_t aj^. (8) delineated five phases of the mental process involved 
in interpreting stimuli. They stated, 
"...interpretation of stimuli include; 
(1) recall of similar stimuli received in the past; 
(2) responses made to these similar stimuli; 
(3) comparison of the existing circumstances surrounding 
the immediate stimulus to which he anticipates respond­
ing with the conditions surrounding the response 
patterns of the past experiences; 
(4) evaluations of the relative sarLsfaccions received 
from the ways in which he responded in the past; and 
(5) an evaluation and comparison of the goals and ends 
which he desired when he responded to former stimuli 
with the goals or ends which he hopes to achieve in 
responding to the present stimulus," (8, p. 51) 
It is only after an individual has gone through these five phases of 
the process that he indirectly responds to the stimulus. The response 
may be to do nothing or not to act overtly in relation to the stimulus. 
This is an act itself. 
The personality of man is molded by a series of events which are a 
part of his experience world. When he receives a similar stimulus 
repeatedly and each time responds in a similar m.-inner which gives him 
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satisfaction, the interpretation moves from the intricate level dis­
cussed above to a cursory recognition that the stimulus is a familiar 
one. When this takes placc an individual has formed a habit; a conven­
tion by which he copes with relatively similar and familiar stimuli with 
a minimum of intellectual effort. 
Dewey stated, 
"All virtues and vices are habits which incorporate 
objective forces. ITiey are interactions of elements 
contributed by the make-up of an individual with elements 
supplied by the out-door world." (22, p. 16) 
also 
"To a considerable extent customs, or wide-spread 
uniformities of habit, exist because individuals face 
the same situation and react in like fashion." (22, p. 58) 
This allows an individual to do many routine things very quickly 
and to utilize time for interpretation of new or relatively unique stimuli. 
Because, as was pointed out earlier, man can deal with symbols which 
have empirical referents without being wichin sensory proximiLy of these 
referents, his experience world consists of those experiences in which 
he was an active participant and other experiences of other men, with 
which he is familiar, which took place at other times and in other 
places. To the scholar who makes the most of this, the accrued experi­
ences of all civilized mankind are available for use in making decisions. 
Since most of these accrued learnings are in the form of the written 
word, the semi literate or illiterate have available to them only those 
experiences in which they have personally participated or have heard by 
word-of-mouth. Thus, personal characteristics such as literacy is an 
important factor in the process of decision-making. 
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However, each man builds up his experience, world, he makes judg­
ments about each of these experiences as he has them. He evaluates 
them in terms of the relative satisfactions he gained. He judges them 
to be good, bad or indifferent. Through these processes, he develops 
his beliefs and attitudes in relation to them. 
From the above general discussion of human behavior, it is apparent 
that human behavior is highly complicated and subject to the affect of 
individual capabilities and the factors surrounding the individual actor. 
It is evident that no one single study could deal with all types and/or 
aspects of human behavior. This study as previously stated deals only 
with one type of human behavior, that is management behavior. In the 
succeeding sections of this chopter the manager role will be discussed 
followed with a definition of his role as manager of a farmer cooperative 
as the body of this section develops. 
"ïV 
Role : & spp.ci fi ca^^' on nf behavior 
Even a cursory review of introductory sociological texts serves to 
indicate both the wide use of the concept role and its utility in 
sociological theory. Conceived as a basic element in societal structure, 
role is typically defined as "...a pattern of behavior associated with 
a distinctive social position"' (14, p. 16). After examining several 
definitions of role. Gross, £t al_. (35) conclude; 
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The discussion of role here follow closely that of Daniel H. 
Himes (40), 
"We Eeel that theoretical formulations concerned 
with role analysis must include these three elements--
social locations, behavior, and expectations--which 
are common to most of the definitions of role which 
have been considered." (35, p. 18) 
The conceptual framework of Gross oj^ (35) developed in their 
analysis of school superintendents is one of the few relatively compre­
hensive analysis dealing with this concept at both the theoretical and 
empirical levels. It specifies various elements in the process of 
delimiting behavior which are useful in focusing upon the problem of 
concern in this thesis. For these reasons, various elements of the con­
ceptualization of Gross 2Ë BL' be adopted for the present problem. 
The complete framework will not be presented, rather the presentation 
will include only those essentials which will assist in the specifica­
tion of the manager's role. More precise explication of their definition 
will now be undertaken. 
Role : position As noted by Gross e_t al_. (35), one of the 
elements in common definitions of role includes the idea of social loca­
tions. "The term position will be used to refer to the location of an 
actor or class of actors in a system of social relationships" (35, p. 48). 
As previously stated, the farmer cooperative can be viewed as a social 
system, as can all formal organizations, and as such is ultimately a 
sub-system of the society in which it occurs with all the attendant 
linkages and relationships that occur among sub-systems in a society. 
Since every position is defined as a part of a system of positions "... 
no one position has any meaning apart from the oLlier positions to which 
it is related" (65, p. 277). As Gross (35), note, a complete 
specification of all positions involved would be impossible to deal with 
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empirically. Therefore, the position under sLudy, i.e., the focal 
position, and only a limited number of other positions, i.e., counter 
positions, need be specified. A positional sector, then, is "... 
specified by the relationships of a focal position to a single counter 
position..." and is thus an element of the relational specification of 
the position (35, p. 52). 
The general managers of farmer cooperatives are incumbents of a 
particular position within a social system and the general nature of this 
position (the focal position) must now be specified. Noting that a 
particular position (status) is usually associated with a complement of 
role relationships, Merton (62) has termed this phenomena "role-set" 
(62, p. 369). The relational nature of this conceptualization, as well 
as that of Gross e_t al. (35) and Newcomb (65) must be emphasized. In 
the present example, the position of the manager has no meaning apart 
from its relationship to that of the employees, the board of directors, 
and the patron-members. The relationships between the board of directors, 
the manager, the employee, and the members of the farmer cooperative 
is presented in Figure 2. 
The first set of positional sectors specifying the position of mana­
ger in a cooperative is that concerned with his subordinates. In many 
cases this will include a single positional sector formed in relation to 
an assistant manager and several sectors formed in relation to the 
several "key" employees. Of course, the precise number in this group 
of scctors is a function of the size of the cooperative and tUus the 
rumiber of employees. A particular cooperative may or may not have an 
assistant manager and other key employees such as bookkeeper and various 
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Figure 2, The relationships between the board of directors, the 
manager, the employee, and the members of the farmer 
cooperative 
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department heads. However, the manager's responsibility to the various 
subordinates has common elements such as authority to hire and fire, 
delegation of authority, and direction. For this reason, these positional 
sectors will be considered as a group. 
A second primary set of positional sectors specifying the managerial 
position is that set formed in relation to the board of directors. In 
a cooperative, the members elect a board of directors which is to handle 
major policy decisions regarding the formation and functioning of the 
cooperative. This board consists of several members who have periodic 
meetings with the management staff of the cooperative (this includes the 
manager, often an assistant manager, and occasionally one or more key 
employees). Here policies are set and practices established which 
determine the extent of the authority of the manager and in general 
establish certain limits for his managerial behavior. Though there is 
variance in the significance of certain positional elements in this group 
(for example, the president of the board is in a more influential position 
than the others), this variance is not considerable. A possible reason 
for this is that the president is elected from the board members and 
consequently at any one time the composition of the board may be such 
that several members have had experience as its president. Another factor 
limiting this variance is that the size of the boards of directors does 
not vary greatly among the cooperatives, usually between six and ten. 
For these reasons the positional sectors dealing with members of the 
board of directors will also be considered as a group. 
A third group of positional sectors will be mentioned briefly. 
These are the farmer members of the cooperative, Tne type of contact 
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they have with the manager necessitates their mention for completeness 
in describing the relationships within the social system. In terms of 
the formal hierarchical authority structure of the cooperative, their 
relationships are not as direct with the manager as are those of the 
other two groups. Norms covering formal authority in cooperatives 
indicate that when authority is exerted upon the manager it is brought 
to bear through the board or one or more board members or at the annual 
meeting. However, the frequent and intimate service a manager is re­
quired CO render to each member provides much opportunity for members 
to exert influence in defining the manager's role. This opportunity must 
be recognized in specifying the manager's behavior, for his behavior is 
dependent upon his unique location in the social system wherein he is 
subject both to forces of influence and forces of authority. 
Gross e_t al_. (35) note that in addition to specifying the relation­
ship between the focal position (manager) and a series of counter positions 
the social system cannot be fully specified until the relationships 
between the counter positions are also specified (35). Though this is 
not the central focus of this thesis, several comments are relevant 
here. The relationships between the counter positions involving the 
employees and those involving the board members are not direct in terms 
of the formal authority structure of the social system. Responsibility 
for the functions and performance of the employees falls on the manager, 
not on the board. Similarly, the relationships involving the members 
and the employees are indirect as defined by the formal cooperative 
authority structure. Members with complaints concerning one or several 
employees express them to the board, or to the manager. An important 
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direct connection between counter position sets is that between the 
members and the board of directors. Tlie legal structure of cooperatives 
defines the members as entrepreneurs who shoulder the basic risk-bearing 
and decision-making responsibilities of the business and who select the 
board of directors from among themselves. 
Specification of the three groups of counter positions (employees, 
board members, and members) delimits the social system under considera­
tion, However, the focal position may be involved with other systems 
(35). In considering the managers of farmer cooperatives there are 
three groups of counter positions in social 5%'stems outside that of the 
cooperative itself which should be mentioned. 'Hie first of these groups 
is customers. Although members of the cooperative were mentioned above, 
a distinction between these two groups and the degree of overlap should 
be noted. As the earlier discussion on the nature and purposes of the 
cooperative pointed out, the Intended purpose was to increase, by 
extension of the farm to an additional plant, the profits accruing to 
that farm. The cooperative members would thus in theory do all, or as 
nearly all as possible, of their business with the cooperative simply 
becuase they own the plant and thus reap the greatest financial reward. 
In practice, however, members often regard their cooperative as simply 
another business and thus do not patronize it as fully as they could. 
Also, non-members do patronize the cooperative for various reasons. For 
purposes of this thesis customers will refer only to non-members who 
patronize the business. Patron-members refers co chose meuibers who do 
use the cooperative though in varying degrees. Members will refer to all 
members regardless of their patronage habits. 
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The second group of extra-system positional sectors is that regard­
ing suppliers. Positional sectors are most often found in this regard 
in relationship with salesmen. Salesmen approaching a cooperative 
represent regional cooperatives as well as independent companies. The 
third group of extra-system sectors is in regards to the help and advice 
a manager gets in running his business. These advisros may take the 
form of lawyers, management consultants, accountants, or academicians 
(through numerous management schools and courses). In each of these 
three groups of extra-system positional sectors there will be many 
sectors with many types of positions and incumbents. 
Role : expectations The second definitional element of the con­
cept role is that of expectations (35). An expectation is the element 
which refers to "an evaluative standard applied to an incumbent of £ 
position" (35, p. 371). Thus, an expectation is what an actor should do 
in a position; a normative criterion applied to his behavior. 
When analysis of a particular role is undertaken and its position 
in a social system is specified an important question ir.ust be asked. 
What group of people or positional sectors ir. the system are the ones to 
be used for defining the role? lliat there is variation in the defini­
tions of a particular role among any populations a researcher would care 
to specify is now widely recognized in the literature, Merton (62) 
calls "conflicting role-expectation" the "...major structural basis for 
potential disturbance of a stable role-set" (61, p. 371), Gross and 
his colleagues (35) extensively reviewed the literature which has. in 
the main, postulated consensus in role définitons, and rhey go on to 
outline the obvious difficulties with this postulate. Within the setting 
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of the manager of the farmer cooperative, positional specification of his 
role yielded five significant sets or groups of role definers. They 
were the board of directors, employees, members, customers, suppliers, 
and advisors. There can be little doubt that there will be conflict 
between the various role definitons held by individuals representing 
these various groups. In fact, as Gross e^ aj_. (35) note, there will 
likely be variation within any particular group of role definers. The 
essence of their point is that "the degree of consensus on expectations 
associated with positions is an empirical variable" which should be 
examined (35, p. 43). 
Tlie analysis in this study is not focused upon role consensus but, 
rather, on role performance. However, a set of expectations must be 
specified in order to develop measures of role performance. In this 
study, advisors, and specifically, academicians will be used as the role 
definers. It may be asked whether this is a meaningful set of role 
definers for the manager for if it is not, behavior can not be expected 
to order itself around the expectations so defined. A mora or less 
random congruence would be the maximum expected. However, management 
training schools, college and business school courses in management, and 
management consultants have had a definite influence in shaping the 
standards in performance expected of managers. Most managers in this 
study have been exposed to one or more of these influences. Over sixty 
per cent of the managers interviewed had attended some type of manage­
ment class or short-course in the past two years. It is through these 
channels that academicians have tunneled their theoreticai and empirical 
work back to its field of applicability. In this way, academicians arc 
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and have been significant role definers for managers. 
The role definition used in this study and its content will be set 
forth in the section discussing management. 
Role : behavior The third element in the definition of role is 
that of behavior (35). The incumbent of any social position by defini­
tion behaves in that position whether his behavior corresponds to a 
particular set of expectations or not. The distinction between actual 
behavior and expectations is also an important one for, "Networks of 
positions can be analyzed with respect to either how the incumbents of 
the positions should interact with each other or how they actually ^  
interact with each other" (35, p. 58). 
This distinction is important at present for in order to attempt to 
predict the "relative success" of a manager of a farmer cooperative, a 
normative standard must be applied to the outcome of performance in his 
role. Relative success, as a normative term, is often defined in Ameri­
can society in terms of economic efficiency. This, then, is the normative 
standard or evaluative criterion which is applied to a position incumbent--
a manager. 
Role then is defined as "... a set of expectations, or in terms of 
the present definition of expectations, it is a set of evaluative 
standards applied to an incumbent of ^  particular position" (35, p. 60). 
Roles, as could positions, can he broken into sectors, "A role sector is 
defined as a set of expectations applied to the relationship of a focal 
position to a single counter position" (35. p. 62). The behavioral com­
ponent of role can be définitionaiiy explicated in a similar manner. Tlie 
important concepts arc as follows: 
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A role behavior is an actual performance of an incumbent 
of a position which can be referred to an expectation for an 
incumbent of that position. 
A role attribute is an actual quality of an incumbent of 
a position which can be referred to an expectation for an 
incumbent of that position. 
A role behavior sec tor ia a set of actual behaviors which 
can be referred to a set of expectations for behaviors applied 
to the relationship of a focal position to a single counter 
position. 
A role attribute sector is a set of actual attributes which 
can be referred to a set of expectations for attributes applied 
to the relationships of a focal position to a single counter 
position (35, p. 64). 
MQT) a r>omciT» f* r\T-
Management definitions 
Some authorities justifiably seek to describe management rather than 
define it. Tlie objection to this practice is that several pages of 
description tend to throw a haze about a word which can be defined satis­
factorily. Several definitions may be analyzed to determine what they 
have in common. 
The ASME (American Society of Mechanical Engineers), as cited by 
Hodges and Ziegler (43)^ calls management "the art and science of pre­
paring, organizing, and directing human effort applied to control the 
forces and utilize the materials of nature for the benefit of man" (43, 
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p, 11). Sheldon's (87) definition is frequently quoted; "Management 
proper is the function in industry concerned in the execution of policy, 
within the limits set up by the administration, and the employment of 
the organization for the particular objects before it" (87, p. 32). 
A more recent definition is Nelson's (64): "Management in business is 
the science and art of combining ideas, facilities, processes, materials, 
and people to produce and market a worthy product or service profitably" 
(64, p. 4). Petersen and Plowman (72) define management in general as 
"a technique by means of which the purposes and objectives of a particu­
lar human group are determined, clarified, and effectuated" (72, p. 33). 
These are only four of a large number of definitions, but there is 
no reason to believe that they are not typical of the literature as a 
whole. Superficially, there appears to be a lot of disagreement among 
them. For example, Nelson and the ASME agree on calling management "a 
science and an art," whereas Sheldon refers to it as a "function" and 
Petersen and Plowman as a "technique." Perhaps a more important disagree­
ment is the question of what it is that is being managed. The ASME says 
"human efforts"; Sheldon says "the organization"; Petersen and Plowman 
say "a particular human group"; and Nelson says "ideas, facilities, 
processes, materials, and people." Fayol (30) confines management to 
human relations but includes material factors as an essential part of his 
definition of organization. 
Finally, the goals of the managerial process are all stated differ­
ently: "To control the forces and utilize the materials of nature for 
tlie benefit of man"; "the employment of the ors-;ani za tion for rhe parcicu-
jar objeccs set before it"; "to produce and market a worthy product or 
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service profitably"; "to determine, clarify, and effectuate the objec­
tives of a particular human group." Despite this diversity in the 
statement of goals, it may be noted that all of these writers agree that 
orientation to goals, whatever they may be, is an integral part of the 
definition of management. 
For the purpose of this thesis management will be defined as the 
functions which help in the accomplishment of objectives through the use 
of men, materials, and machines. This definition seems to have the 
virtues of simplicity and generality. It might be argued that the 
inclusion of machines seriously narrows the applicability of the defini­
tion. And yet, it is difficult today to think of any enterprise, economic 
or otherwise, where the use of machines--from the office typewriter to 
the fully automatic plant--is not a factor to be taken into consideration 
by the manager. 
It was pointed out that Nelson (64) and the ASME both refer to 
management as "a science and an art," The distinction may be useful. 
It may well be that the techniques involved in the managerial process 
make up the scicncc of managemeaL, whereas une task of obtaining the 
cooperation of employees in accepting any activity using these techniques 
is the art of management. 
Management as defined by specific functions 
Sometimes management is defined as the coordination of men, materials, 
machines, money, and markets. This definition has much to recommend it, 
but the difficulty with calling management the coordinator of activities 
is that coordination may be conceptualized as merely one of the important 
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functions of management. Besides coordinating, management may be con­
ceptualized as involving other activities as planning, organizing, 
directing, and controlling. Indeed, this is the way in which the most 
famous of French authorities on the subject, Henri Fayol, defined manage­
ment: "To manage is to forecast and plan, to organize, to command, to 
coordinate, and to control" (30, pp. 5-6). This way of breaking down 
the management process into five distinct functions, or phases, has come 
into wide use by writers on management. This scheme will be used in 
this thesis as a convenient operational definition of management. This 
scheme will be discussed in further detail later in this chapter. 
Level s of management 
The level of organization which Parsons (70) calls "institutional" 
(which grants "legitimation" to an organization by describing in broad 
policy terms what it may legitimately do), the "zone one" level of 
managemenl as riesc.T-i bed by Hoi den and his associates (44). and what 
Phillips (74) calls "overall" management all appear to present the same 
level of managerial function. The same function and/or level of manage­
ment has been identified by many writers as overall policy-makin-'j and/or 
administration function. This function is performed in the farmer coopera­
tive by the board of directors elected from the members of the cooperative. 
Phillips (74) describes, the functions in overall planning and organizing, 
the high level administrative process as including: 
"...(1) the basic organizational structure of the 
business and its relationship to its owners, (2) the 
financial structure for the business, (3) setting up 
the merchandising operation, and (4) ntanning planL 
and facilities for an efficient and low cost operation." 
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Within the limits and policies set by overall management or the 
administration, the manager, quite often called the operational manager, 
is given the objective of accomplishing the objectives of the business 
usually economic objectives. The full responsibility for operational 
management is normally assumed by the manager of a cooperative. As 
Baumel notes, some of the actual management duties may be delegated to 
employees and employees may influence the manager's decisions yet the 
employee's contribution to operational management may be imputed to thfe 
manager. "...since, in the long run, he (the manager) is responsible 
for selecting high caliber employees" (6, p. 6). The manager of a 
cooperative then must operate within a set of "givens" including plant 
and facility location, certain assets of the business, "... the financial 
structure, the labor resources, basic operating policies and the market 
situation" (7, p. 857). 
Over a longer period of time however the manager has some influence 
on certain elements of the given situation. 
"For example, he normally has authority to vary the level 
of some inputs, such as changing the composition of current 
assets and trie quality of labor. Ho can modify the 
financial structure by altering the composition of the 
current liability accounts," (7, p. 856) 
In his role as advisor to overall management or overall administration, 
the manager is also in a position to influence basic policies of the 
business. Thus the level of output and profit of the business is in 
part a function of the practices of the manager. In other words the 
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Hereinafter the term management will be used in place of the term 
operational management, however, it will not change the meaning of the 
latter. 
level of output and profit of the business is in part a function of 
the management behavior performed by the manager. 
The functions of the manager 
The first step in analyzing the task of managing is to break down 
the managerial job into those functions that distinguish it from operating 
tasks such as selling, manufacturing, accounting, engineering, and purchas­
ing, which the business or other enterprise may undertake to gain its 
objectives. Although such activities may differ from one business to 
another or between a business enterprise and such other operations as a 
government, a university, or a church, the functions of the manager tend 
to be universal and common to all organized human activity. 
Although there is some disagreement among scholars and practitioners 
of management as to the functions of the manager (and the development of 
a theory and science of management suffers thereby), a pattern of mana­
gerial functions has tended to emerge. The pattern adopted here is to 
classify these functions as much as possible in accordance with the 
general practice and terminology used by business managers and managers 
in many other fields. Doing so avoids artificial terminology^ and re­
searchers and businessmen will not need to learn new and different defini­
tions; rather, they may be forced to use these terms with greater precision. 
It is also hoped that managers, finding available cor mon terms with 
ordinary meanings, will be encouraged to adopt an increasingly scientific 
approach to the important task of managing. 
The manager today thinks in terms of functions rather than in terms 
of specific operations and specific pieLnous, which should be the responsi­
bilities of subordinates. V/hat arc these functions? There are several 
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answers to this question. Many authors have used different breakdowns 
for the functions of management. However, and this cannot be stressed 
too strongly, they appear to be talking about the same things. Herein­
after some of those classifications of management functions will be 
presented and finally a broader classification combining most of the 
ideas of various writers will be developed. 
Allen (4) defined management functions in general "as a group of 
related kinds of management work, made up of activities which are closely 
related to one another and which have characteristics in common derived 
from the essential nature of the work to be done. Each function can be 
defined so as to separate it logically from other functions" (4, p. 67). 
Allen (4) also classified the functions of management into four functions. 
These functions are management planning, management organizaing, manage­
ment leading, and management controlling. He defines each as follows: 
"Management planning is the work a manager performs 
to nrpdpi-prmi no a coiirse of action. Management 
orgnnlzigg is the work a manager performs to arrange 
and relate the work to be done so that it can be 
performed most affectively by people. ManagemeaL 
leading is the work a manager performs to cause people 
to take effective action. I-ianagernenl. cuùLiùlllag is 
the work a manager performs to assess and regulate work 
in progress and compleLeu." (4, pp. 68-71). 
Furthermore Allen (4) stated that a function is made up of a group of 
related activities. The activity, according to him, is the basic cate­
gory of management work; each activity has an essential sameness which 
distinguishes it from all other activities. Allen (4) classification of 
management functions and management activit-ies t'nder each function are 
Hummari zed in Table i. 
Table 1. The Allen classification of management functions 
Function or Name of function 
activity or activity 
Function I Management planning 
Activities 1. Forecasting 
2. Establishing 
objec tives 
3, Programming 
4. Scheduling 
5. Budgeting 
6, Establishing 
procedures 
7. Developing policies 
Definition of function or activity 
Management planning : is the work a manager 
performs to predetermine a course of action. 
Forecas ting : is the work a manager performs to 
estimate the future. 
Establishing ob jectives : is the work a manager 
performs to determine the end results to be 
accomplished. 
Programming : is the work a manager performs 
to establish the sequence and priority of 
action steps to be followed in reaching 
objectives, 
Scheduling : is the work a manager performs to 
establish a time sequence for program steps. 
Budgeting : is the work a manager performs to 
allocate resources necessary to accomplish 
objectives. 
Establishing procedures : is the work a 
manager performs to develop and apply 
standardized methods of performing 
specified work. 
Developing policies : is the work a manager 
performs to interpret standing decisions 
that apply to repetitive questions and prob­
lems of significance to the enterprise as a 
whole. 
Table 1. (Concinued) 
Function or 
activity 
Function II 
Activities 
Name of function 
or activity 
Management organizing 
1. Developing 
organization 
structure 
2. Delegating 
3. Establishing 
relationships 
Function III Management leading 
1. Decision making 
2. Communicating 
Definition of function or activity 
Management organizing : is the work a manager 
performs to arrange and relate the work 
to be done so that it can be performed 
most effectively by people. 
Developing organization structure : is the 
work a manager performs to identify and 
group the work to be performed. 
Delegating : is the work a manager performs 
to entrust responsibility and authority 
to others and to create accountability 
for results. 
Establishing relationships : is the work a 
manager performs to create the condi­
tions necessary for mutually cooperative 
efforts of people. 
Management leading : is the work a manager 
performs to cause people to take effec­
tive action. 
Decision making : is the work a manager 
performs to arrive at conclusions and 
judgments. 
Communicating : is the work a manager 
performs to create understanding. 
Table 1, (Continued) 
Function or Name of function 
activity or activity Definition of function or activity 
3, I-fot;'.vating 
4. Selecting people 
5. Developing people 
Motivating : is the work a manager per­
forms to inspire, encourage, and impel 
people to take required action. 
Selecting people: is the work a manager 
performs to choose people for posi­
tions in the organization. 
Developing people : is the work a manager 
performs to help people improve their 
knowledge, attitudes, and skills. 
Function IV Management controlling 
1. Establishing 
performance 
standards 
2. Performance 
measuring 
3. Performance 
evaluating 
4. Performance 
correcting 
Management controlling : is the work a 
manager performs to assess and regu­
late work in progress and completed. 
Establishing performance standards: is 
the work a manager performs to 
establish the criteria by which methods 
and results will be evaluated. 
Performance measuring : is the work a 
manager performs to record and report 
work in progress or completed. 
Performance evaluating : is the work a 
manager does to appraise work in 
progress and results secrued. 
Performance correcting : is the v-Tork a 
manager performs to regulate and 
improve methods and results. 
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Koont% (51) classified the functions of management differently 
He delineated five functions. He stated, it is believed that the 
most useful method of classifying managerial activities is to group them 
around the functions of planning, organizing, staffing, directing, and 
controlling. It is not always possible in practice to divide all manag­
erial activities neatly into these categories, since the functions of 
managers tend to coalesce; however, this realistic classification is a 
helpful and essential tool for analysis of functions and the orderly 
arrangement of principles. Planning is the function of selecting the 
enterprise objectives and the policies, programs, and procedures for 
achieving them. Planning is, of course, decision making, since it 
involves choosing among the alternatives. Policies, programs, and pro­
cedures encompass the entire enterprise operation. There are, for example, 
policies relating to authority, prices, and competition; to programs of 
production, management succession, and internal audit; and to procedures 
requiring a specific method of handling paper, products, and people. 
Tlius, planning is the rational process of making decisions on any phase 
of enterprise activity. Organizing, the organi^aLiou fuuctiuu of Lue 
manager involves the detenninacion and enumeration of the activities 
required to achieve the objectives of the enterprise, the grouping of 
these activities, the assignment of such groups of activities to a depart­
ment headed by a manager, and the delegation of authority to carry them 
out. Sometimes all these factors are included in the single term 
"organization structure"; sometimes they are rpff»rred to as "managerial 
authority relationships." In any case it is the totality of such 
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activities and authority relationships that comprises the organization 
function. Staffing, the function of staffing comprises those activities 
tliat are essential in manning, and in keeping manned, the positions 
provided for by the organization structure. It thus encompasses the 
activities of defining the requirements with regard to people for the 
job to be done, including, among other things, inducements to effective 
performance; the activities of inventorying, appraising and selecting 
candidates for positions; and the activities of training or otherwise 
developing both candidates and incumbents to accomplish their tasks as 
effectively as possible, Directlon, the executive function of directing 
embraces those activities which are related to guiding and supervising 
subordinates. Although the concept of direction is relatively simple, 
there is extraordinary complexity in subject matter and methods. It is 
the duty of the superior manager to inculcate in his subordinates a keen 
appreciation of the enterprise traditions, history, objectives, and 
policies. They must learn the organization structure and the inter­
departmental relationships of activities and personalities and must 
become familiar with their duties and the usage of their authority. They 
must develop the ability to work with, and learn from, others, and, above 
all, must themselves become effective leaders. Control, the control 
function includes those activities which are designed to compel events 
to conform to plans. It is thus the measurement and correction of activi­
ties of subordinates to assure the accomplishment to plans. This formula­
tion of the concept embraces the idea that planning must precede control 
and that plans alone are not self-achieving. They must be carried ouc 
and possibly modified by circumstance before objectives can be realized. 
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la the past, control activities have generally related to the measure­
ment of achievement in objective terms" (51, pp. 35-38), 
Koont% (51) also discussed the processes of coordination but not as 
a function of management, rather as the essence of managership for the 
achievement of harmony of individual effort toward the accomplishment of 
group goals. Jucius and Schlender (47) definition of functions and 
classification of functions of management is frequently quoted: "Func­
tions refer to the activities by the performance of which it is proposed 
to attain desired objectives. Such functions may be divided into three 
major categories: first, those that are concerned with producing, dis­
tributing, financing, etc., goods and services; second, those concerned 
with planning, organizing, directing, and controlling the first category; 
and, third, those concerned with procuring, developing, maintaining, 
and utilizing the human factor. The first category pertains to technical 
functions and the latter two to managerial and human functions" (47, 
p. 7). Also "Planning is the managerial function of determining in 
advance what a group should accomplish and how the goals are to be at­
tained. Organizing ic the managerial function of marshalling various 
factors and resources necessary to carry out plans. It is based upon the 
managerial function of planning. It precedes the managerial functions of 
directing and controlling. In a sense, it sets up the machine which will 
be directed and controlled in carrying out established plans. The 
'machine' of organizing has a nimiber of important parts. An organization 
structure must be established by which various executives anH subordi-
nntos are tieâ rogecher into an effective framework. Procedures of 
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various kinds must be designed and established. Personnel must be hired 
and trained to staff the structures and procedures. Directing is the 
managerial function of running the organization (or any subdivision) as 
it actively carries out plans. Controlling is the managerial function 
of restraining and regulating various factors so that projects are 
completed as planned, organized, and directed. This amounts to seeing 
that each person does the right thing, at the right time, at the right 
pîace, and with the right resources" (47, pp. 47-103). In another 
breakdown for the functions of management Absbier and Dahle (1) sum­
marize them in five basic functions; these are of planning, organizing, 
directing, coordinating, and controlling. Absbier and Dahle stated, 
"Planning is the thoughtful determination and 
systematic arrangement of all the factors required to 
achieve the goals and objectives of the business. 
Orgnaizing is the grouping of activities and the 
fitting together of people in the best possible 
relationships to get the work done effectively and 
economically and to help achieve the objectives and 
goals of the enterprise. 
Directing is getting the day to day execution of 
plans and projects done. 
Coordination is the function of management which 
results in the integration of the activities of 
people, of the use of facilities and materials, and 
of the handling of the assets of an enterprise to 
accomplish a unified approach to a predetermined 
goal or objective. 
Controlling is the function which involves seeing to 
it that the plan of action is followed according 
to specifications and scheduled plans and taking 
remedial action when needed to prevent unsatisfactory 
results." (1, pp. 13-39) 
In a similar fashion Phillips (75) delineated five management tunc-
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controlling. Phillips (75) stated, 
"Managerial planning involves four distinct stepts or 
processes. It involves looking ahead, projecting and 
appraising developments in anticipation of decisions 
that will need to be made in the future. It involves 
the process of decislon-making--of deciding what to do. 
It involves following up the decision by determining 
how to take the action, and when and where to take it. 
And planning involves the mapping of control techniques 
to measure the effectiveness of the decision.... 
Organizing means grouping processes, assets and 
personnel, and establishing relationships among them. 
...Directing may be thought of as the leadership or coach­
ing function. It is the task of getting things done... 
Coordination of the business is essentially the com­
municative function of management. It requires suitable 
machinery through which information can flow up through 
subordinates to all employees, and across among employees 
at all levels. It requires effective use of this 
machinery for transmitting information so that subordi­
nates are informed about the objectives, policies and 
decisions of management, so that management is informed 
on operations and activities at all levels, and so 
that each department knows and understands what the 
others arc doing... Controlling is the supervisory 
function of management to assure satisfactory performance 
in all phases of operations." (75, pp. 9-10) 
Having stated different breakdowns tor tlie functions of management, 
it is apparent that a survey of all classifications in the literature 
would be impossible and there is no reason to believe that the mentioned 
classifications and definitions is not a representative sample of what 
is available in the literature. From various classifications one might 
feel that what is important is not the method of organizing the manage­
ment functions, nor what is contained in each one, but that all writers 
recognize that the breakdown into functions is of importance rather than 
a breakdown into operations. A summary of some of the breakdowns of 
management is given in Table 2. The purpose of presenting the above 
classifications is not merely to list them, but rather to point out that 
Table 2. Some approaches to the delineation of management functions 
Si b 
Allen Koontz Jucius and Schlender Abshier and Phillips 
(4) (51) (47) Dahle (1) (75) 
Management 
planning 
Management 
planning 
Management 
planning 
Management 
planning 
Planning 
Management 
organizing 
Management 
leading 
Management 
cor.trollin? 
Management 
organizing 
>^anagement 
staffing 
Management 
controlling 
Management 
directing 
Management 
organizing 
Management 
controlling 
Management 
direc ting 
Management 
organizing 
Organizing 
Management 
controlling 
Management 
direc ting 
Management 
coordination 
Controlling 
Directing 
Coordination 
4 functions 5 function:; 4 functions 5 functions 5 functions 
^ITie above is the second category of his overall classification. 
^Ihe above is his (1962) classification. 
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underlying these functions are principles and methods which will help 
in better understanding the notion of management functions and in 
developing a classification to serve in the study of management behavior 
and its typology. 
For the purpose of this study five management functions have been 
delineated. Tlie delineated functions will be used as definitions of 
what is expected of the manager in his position at the farmer coopera­
tive. These functions are as follows: 
1. General planning and decision making. 
2. Organizing and staffing. 
3. Directing and leading. 
4. Coordinating and communication. 
5. Controlling. 
Each of the above functions will be defined and activities under each 
will be specified. 
General planning and decision making General planning and decision 
making is the thinking, judging and deciding aspects of the manager's 
job. Planning is, therefore, the thiiikiu- prucess that should be carricd 
on before any action is taken. Furthermore planning is projecting and 
appraising developments in anticipation of decisions that will need to 
be made in the future. It starts with the ideals and objectives of the 
business, predetermines what shall be done, why it should be done, and 
how and by whom it shall be done in order to attain the desired goals 
and objectives of the buslnccc, and completes its course "ith the pro­
viding of controls that will tell managemeat how Well they arc doing and 
where they need to replan. Planning is always dinie with a goal in mind. 
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Planning involves decision making and choosing from among alternative 
courses of action. The activities of general planning and decision 
Trnking are as follows: 
1. Establishes goals so that everybody can know what the 
business hopes to achieve. 
2. Establishes the sequence and priority of action steps 
to be followed in reaching objectves. 
3. Establishes coordinated job descriptions so that 
each job will be coordinated with others, does not 
duplicate others, nor leave any duties undone. 
4. Establishes the necessary facilities so that the 
assigned job functions can be performed efficiently 
and economically. 
5. Establishes the standards of control so that as work 
progresses the results can be compared with the 
standards as a check of performance. 
Thus, the function of planning runs all the way from defining the 
over-all firm or association objectives and goals to the planning of 
work programs, both long and short range. It includes the formulation 
of policies that provide guides to specific decisions so that they 
are consistent without the necessity of constant clearance with superiors, 
Organizi ng and staffing Organizing and staffing is the work a 
manager does to arrange and relate the work to be performed so that It 
can be carried out most effectively by personnel. In other words it is 
the grouping of activities and the fitting together of people in the besc 
possible relationships to get the work done effectively and economically 
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and to help achieve the objectives and goals of the enterprise. An 
organization is not people but the mechanism arranged to enable people 
to work most effectively together. An organization chart is helpful 
in showing some aspects of the organization but the chart itself is not 
the organization. The activities and/or items of organizing and staff­
ing are as follows; 
1. Developing organization structure by identifying 
and grouping the work to be performed. 
2. Establishing structural relationships to create 
the conditions necessary for mutually cooperative 
efforts of people. 
3. Responsibility by assigning work to various positions. 
4. Authority by distributing power and assigning rights 
to various positions. 
5. Accountability--the obligation to perform responsibility 
and exercise authority in terms of established per­
formance standards. 
G. Frepariug, writing, and revising job ui.'Sciip Lions. 
7. Selection and hiring of personnel. 
There are several implications of this concept of organization. In 
the first place, the one-man business cannot possibly be organized. 
Since the owner or operator himself performs the sole manngerial func­
tions of planning and controlling, he delegates no authority to others. 
T.et ]i i m. however _ split" oFf fhp hnying prtlvitiey^ delegate them to a 
subordinate and provide coordination of activity between the buyer a.-.d 
himselr, and the enterprise will have become or^aeized. An organized 
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enterprise requires at least two managers on the same level or in a 
superior-subordinate relationship. 
A second implication is that all managers, when they decide to 
organize an enterprise or a department of any undertaking, proceed in 
the same way. Whether he be president, sales manager, controller, or 
office manager, each will group the activities for which he is responsi­
ble, assign some of them to subordinates, delegating to them the 
requisite authority, and provide for the coordination of their authori­
ties. 
The organization structure is not an end in itself but a tool for 
accomplishing enterprise objectives. Efficient organization will con­
tribute to the success of the firm or the association, and for this 
reason the application of organization principles is very important. 
The organization must fit the task and must reflect the policies imposed 
on the manager. 
Directing and leading Directing and leading embraces those 
activities which are related to guiding and supervising subordinates. 
It also includes the time spent, on the part of the mrnager, in the 
training, evaluation, motivation or disciplining of employees. This 
includes any interpretation or clarification of policies or directives 
and anything the manager does to affect the morale, loyalty, or harmonious 
cooperation of the employees. Thus one might say that direction and 
leading is intimately concerned with getting things done. One can plan, 
organize, but nothing is accomplished until subordinates are taught what 
to do. The difference between all other management functions and direc­
tion is comparable to the difference between sitting in an automobile 
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with the motor idling and putting the car into gear. 
A good working definition of direction is the management function 
of guiding and overseeing subordinates. The point of view implied in 
this concept has several advantages. First, businessmen will understand 
it because they tend to look upon direction and leading in this way. 
Secondly, the activity of guiding subordinates emphasizes appropriately 
the great importance of the manager's teaching function. Probably more 
than he realizes, the manager and/or the executive is a teacher. "It 
is as important for us to be effective teachers as it is for the members 
of any college faculty" (33, p. 84). The manager has to explain to 
subordinates, describe, illustrate, and correct their mistakes. He has 
to assign tasks and command their accomplishment and must guide subordi­
nates in their efforts to develop teamwork. Thirdly, direction and 
leading is in its every aspect a function of the superior. Finally, 
every manager who has at least one subordinate is engaged in the directive 
and leading function. 
Managers direct and lead subordinates because it is through subordi­
nates that work assignments are done. 
Coordination and communication Coordination and communication 
is the function of management which results in the integration of the 
activities of people, of the use of facilities and materials, and of the 
handling of the assets of an enterprise to accomplish a unified approach 
to predetermined goals or objectives. In other words it is the role of 
the manager to insure the effective operation of the firra or the associa­
tion (e.g., the cooperative association) in terms of integration, timing, 
and balance. This includes all time spent coirnnunicating and insuring 
that effective communication is taking place between all people and 
departments in the firm or the association. 
Controlling The managerial function of control is the measure­
ment and correction of the performance of subordinates in order to make 
sure that enterprise objectives and the plans devised to attain them are 
accomplished. This includes the evaluation of reports, data, plans, 
departments, performance, as well as the entire operation in relation 
to the goals, policies, and standards of the firm or the association (e. 
g., the cooperative association). 
Moreover, a moment's reflection will confirm that a manager cannot 
control the past. Although he may effectively study past actions to see 
where and how they deviated from plans, his purpose in doing so is to 
ascertain what happened and why and to take steps to avoid recurrence of 
unwanted experience in plans in the future. Control, like planning, is 
ideally forward looking, and the best kind of managerial control corrects 
possible deviations from plans before they occur. The next best method 
is to detect them as they are occurring. Just as the navigator con­
tinually takes readings to ascertain where he is relative to a planned 
course, so should the business manager continually take readings to assur 
himself that his enterprise or department is on course, and, if it is 
off course, revise plans to return his unit to the intended course. In 
fact, it is the function of control to make the intended occur. 
Tlie control process, wherever it is found and whatever is controlled 
involves three steps: (1) the establishment of standards; (2) the 
appraisal of experienced or expected performance against these standards: 
and (3) the correctiou of déviai:ions. 
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îîstablishinenL- of standards. Strictly speaking, standards are 
established criteria against which actual results can be measured. They 
represent the expression of planning goals of the enterprise or the 
department in such terras that the actual accomplishment of assigned 
duties can be measured against these goals. Standards consequently may 
be physical, in the sense that they represent quantities of products, 
units of service, man-hours, speed, volume of rejections, and many other 
items of physical measurement. Standards may also be stated in monetary 
terms, costs, revenues, or investments. 
Appraisal of performance. The second step in control is to appraise 
the actual or expected performance of persons concerned by comparing it 
to the standard. If the standard is appropriately drawn and if means are 
available for determining exactly what those charged with a certain task 
are doing, appraisal is fairly easy. But there are many activities in 
which it is extremely difficult to develop sound standards, and there 
are many that are hard to measure. It may be quite simple, especially 
with present techniques of time and motion study, to establish man-hour 
standards for the production of a mass-produced item, and it mry be 
equally simple to appraise actual performance against these standards, 
since the item produced and the manner of its m.anufacture may be subject 
to accurate measurement. On the other hand, if tiie article is custom-
made or is produced with special requirements, the appraisal of performance 
Kiay be a fortd.idal;] e task. Furthermore, in the less technical kinds of 
work, not only may standards be difficult Lo develop but appraisal may 
also be exceedingly difficult. 
Correction of déviations. Tlie third step In control is to correct 
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deviations. If standards are drawn so that they reflect organization 
and if performance is measured and appraised in these terms, the 
correction of deviations is clearly expedited, since the manager then 
knows exactly where, in the sense of individual or group assignments 
of duties, the corrective measures must be applied. 
One of the most widely used devices for effecting managerial con­
trol is the budget. Indeed, it has sometimes been assumed that budgeting 
is the device for accomplishing control. But, as previously stated, 
there are many nonbudgetary devices that are also essential. In fact, 
many companies attain a high degree of control without formal budgets, 
although effective control is seldom accomplished without utilizing the 
principles of budgeting. Budgeting is defined here as the formulation 
of plans for a given period in the future in specific numerical terms. 
As such, budgets are statements of anticipated results. Tliey may be 
stated in financial terms, as is the case with the expense and revenue 
and capital budgets, or they may be stated in nonfinaneial terms, as is 
found in the instances of budgets of direct-labor-hours, materials, 
physical sales volume, or units of production. 
From the numerical statement of plans and the breaking of these 
plans into components consistent with the organization struccure, budgets 
furnish a device for correlated planning and a means whereby authority 
may be broadly delegated without loss of control. In other words, the 
very process of reducing plans to definite numbers forces a kind of 
manager the ability to see more clearly what capital will be s;,enL by 
whom and where, for what revenue, or what units of physical input or 
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output. Through forcing this kind of orderly definiteness, the manager 
can then better see how a plan will work out and, having ascertained this, 
can more freely delegate authority to subordinates to effectuate the 
plan so long as they are limited to the requirements of the budget. 
It is sometimes forgotten that budgets serve purposes beyond that 
of control. A budget not only requires considered planning but is an 
instrument of planning in the first place. Moreover, a budget, to be 
useful to a manager at any level, must reflect the organizational pattern 
by breaking dowii the elements of plans into their organizational com­
ponents, Only when plans are so complete, so well coordinated, and so 
well developed that they can be fitted into departmental operations can 
a useful departmental budget of any kind be prepared. Then, if it is 
well prepared, the budget becomes an effective instrument of control, 
since the terms of the budget become the standards against which actual 
or expected performance is measured. 
Typology of Management Behavior 
Having defined the five functions of management and specifying vari­
ous activities under each, the discussion will turn now to the manager's 
actual behavior or performance. The previously st;itsd definitions of 
tVie deljneatcd ciinctions of management present itlcal types of manage­
ment behavior or manager's role expectations. It is the purpose of this 
thesis, as previously stated, to study management behavior as it is 
acLually performed. In this case what the manager is doing rather than 
what he should do. It is the belief of the author that the manager 
performance on each function of management present a different, and 
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probably, a unique type of management behavior. Thus the manager 
performance, or his actual behavior, on each of the management functions 
as previously delineated will refer to as typology of management behavior. 
Before further illustration some assumptions and/or premises pertaining 
in general to the concept of management and in particular to the notion 
of typology of management behavior will be stated. These assumptions 
and/or premises are as follows: 
1. Management is a special kind of work. One might 
identify management as a kind of work a manager performs 
to enable people to work most effectively together, 
A manager does not perform technical, commercial, financial, 
security, accounting, and managerial activities, but 
rather, he manages technical, commercial, and other-
specialized functions of the business, 
2. Management work can be classified. One could analyze and 
classify management work into five management functions 
and several management activities, 
Management must be learned. Managing is not instinctive 
or intuitive; in fact, it is often directly opposed to 
the spontaneous, natural mode of action. One does not 
manage naturally. Managing involves skills that must be 
learned in terms of logical, verifiable concepts, 
principles, and techniques. 
Management work is measurable. One can determine how 
much of this work should be performed in any given 
73 
position and whether the predetermined amount is 
being carried out effectively. This is an important 
consideration. If a manager can measure his work, he 
can also control it. Furthermore, he can tell where 
he is strong and where he is weak in his performance, 
and what steps he should take to improve himself. 
5. Management skills are transferable. A manager who 
masters the skills involved in general planning and 
decision making, organizing and staffing, directing and 
leading, coordinating and communication, and controlling 
can apply these skills effectively in the management of 
different kinds of specialized functions. Provided he 
he has the proper background of functional knowledge in 
each case, with appropriate preparation, he can transfer 
his managing skills to management of manufacturing, engineering, 
marketing, finance, research, or other functions. The 
more expert a manager is in management skills and the 
higher his organizational position, the more easily he can 
do this. 
Keeping in mind the definitions of the delineated five functions of 
management and the above stated assumptions, it is derived that the 
manager actual behavior or performance of the activities pertaining to 
each function will present five types of management behavior. First, 
the manager's actual behavior on the activities of general planning and 
decision making function will be called, hereinafter, management general 
planning and decision making behavior. Second, the manager's actual 
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performance on the activities of organizing and staffing function will 
be called management organizing and staffing behavior. Third, similarly, 
the manager's actual behavior on the activities of the directing and 
leading function will be called management directing and leading be­
havior. Fourth, the manager's actual behavior on the activities of 
the coordinating and communication function will be called management 
coordinating and communication behavior. Fifth, and finally, the 
manager's actual behavior on the activities of controlling will be called 
management controlling behavior. A summary of the delineated functions 
of management and the behavioral types pertaining to them are presented 
in Table 3. 
Table 3. Summary of the delineated functions of management and typology 
of management behavior^' ^  
The delineated Typology of 
management functions management behavior 
I. General planning and Management general planning and 
decision making decision making behavior 
II. Organizing and staffing Management organizing and 
SLai'fiûg behavior 
III. Directing and leading Management directing and 
leading behavior 
IV. Coordinating and communication Management coordinating and 
communication behavior 
V. Controlling Management controlling behavior 
"The delineated management functions are intended to be on the 
operational management level as previously illustrated. 
^It is meant by typology of management behavior the type of actual 
behavior performed by the manager on each of the five functions of 
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Having discussed human behavior and management behavior theoreti­
cally the discussion will turn now to those individual personal variables 
and situational variables and conditions which have been assumed in the 
developed analytical model, as previously stated, to be related to human 
behavior. The discussion here will be focused on the theoretical ground 
on which this assumption stands. The individual personal variables, 
namely the individual attitudes, knowledge, and job satisfaction, will 
be presented first each as a separate dimension affecting human behavior. 
Following the presentation of the individual personal variables the 
situational variables and/or conditions will be presented and discussed 
in similar steps. 
Attitudes 
Definitions 
The definitions of attitudes range all the way from defining them 
as types of behavior to psychological components of personality. The 
definitions of attitudes as behavior Gccm only to take into account 
superficial aspects of the concept. Therefore it appears relevant to 
examine the psychological definitions more closely. 
The development of the concept attitudes seems to have come about 
as a result of a search for initial assumptions governing human behavior. 
For many years tliis search was governed by lengthy discussions and 
enumerations of human "instincts." However, these instincts wore com­
pletely Ind 1 vi dnnH St J r in their origin and not social. Thus the basis 
for a truly social science could not be found in them. W, I. Thomas was 
one of the first to introduce his concepts of values and attitudes in 
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the 1920's, but the. change in assumptions from the individual to the 
social was not really apparent at this time. 
ZnanieckL, as cited in Young (99), in his Laws of Scoial Psychology, 
1925, stated that he preferred a different terminology, 
"...but revealed plainly that the acts and experiences 
t:re. the determining antecedents beyond which it was not 
profitable or even possible to seek any stable elements 
or absolutes." (99, p. 4) 
When Human Nature and Conduct by John Dewey was first published in 
1922, it contained one of the first clear statements of the social founda­
tions of human behavior. It elucidated the relationship between cultural 
forms and institutions and the habits of individuals. Dewey stated, 
as cited in Young (99), 
"The instincts do not make the institutions: it 
is the institutions that make the instincts." 
(99, p. 5) 
Krech (52) defined attitude as an enduring system of positive 
or negative evaluations, emotional feelings, and pro or con action 
tendencies with respect to a social object. 
For Bernard, as cited in Young (99), an attitude is an incompleted 
or suspended or inhibited act. It is a definite phase of behavior. 
The individual is born with some behavior patterns, whatever they 
may be called or from whatever source they may have come, the genes or 
the environment. These develop under the stimulus of the environme^'.t and 
as a result of the necessity of making an adjustment to the conditions 
of survival. Immediately after birth many behavior patterns begin to be 
integrated, and this process of behavior integration goes on throughout 
life, although it is at its maximum in childhooti and youth, and diminishes 
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somewhat in middle life and rapidly in old age. 
La Piere and Farnsworth (55) explain the meaning of the term 
attitude as follows: 
"The term attitude implies a special way of looking at 
habit3--the acquired patterns of adjustment. The 
attitude is a latent adjustment pattern toward some 
specific situation--!.e., it is the preparation, 
perhaps incomplete, of the individual to adjust to a 
specific situation in a given way." (55, p. 221) 
Allport, as cited in Klineberg (50), gives the following definition: 
"An attitude is a mental and neural state of readiness, 
organized through experience, exerting a directive or 
dynamic influence upon the individual's response to 
all objects and situations with which it is related." 
(50 ,  p .  347 )  
Several features of this definition may be noted. 
First, an attitude is a "state of readiness" of the individual to 
deal with an object or type of objects. It is a matter of common observa­
tion that, in the course of an ordinary day, any individual seeks and 
utilizes, or avoids and rejects, objects of many kinds in fulfilling his 
needs and satisfying his wishes; he is prepared to deal with these 
objects as they are encountered. He knows how to use them, how to relate 
them to himself in order to make them contribute to, or to keep them 
from interfering with, the carrying on of whatever activity in which he 
may be engaged from moment to moment. 
Secondly, Allport's definition embodies the general conclusion of 
students of behavior that, aside from a very few non-discriminating 
incipient reflexes, perception of objects and readiness to respond to 
them in an organized manner develops through experience. Furthermore. 
even though states of readiness, when oncc organized, tend to becoiae 
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stable and thus to impose patterns of consistency on the behavior of the 
individual through time, any state of readiness to respond in a certain 
way to an object does or may undergo modification in the course of each 
successive actual response. Thus, the attitude is a product of experi­
ence, but it enters into subsequent experience as a directive factor. 
A third element in Allport's definition is anticipated in what has 
just been said--the attitude exerts a directive or dynamic influence 
upon the individual's response to an object or situation. The conception 
of an attitude as a predisposition or readiness for response may imply 
that it is a passive entity which comes into play only when its object 
is actually present. However, there is ample evidence that attitudes 
are dynamic, that they can lead the individual to seek the objects. As 
Allport suggests, an attitude is an organizing principle operative 
continuously throughout an act from its beginning to its consummation; 
it may become active because of tensions arising within the individual in 
the physical absence of the objects to which it relates and thus it 
initiates an act. In any case, attitudes help in the selection and 
reject objects or stimuli that are appropriate to the act's completion 
and evaluate, or provide a referential basis for evaluating, the process 
of the act in terms of its prospective success or failure and, hence, 
lead to modification of the act while it is in progress. 
Although the social scientists reviewed above have defined attitudes 
in somewhat different ways, there are certain coimnon elements in the 
definitions. The common element in the concept of attitudes is its 
connotation a neuropsychic state of readiness for mental and physical 
activity: that is to say, the presence of an attitude prepares the 
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individual for a certain response to objects and situations with which 
it is related. 
In this thesis attitude is defined as a predisposition to act. It 
is the state of readiness of an individual to deal with an object. 
Attitudes arise from the effects of personal experience and the pressures 
of personal need. 
In order to demonstrate the relationship between attitudes and 
human behavior with more emphasis on management behi.vior the systems of 
attitudes have to be analyzed to interlate them to human behavior and in 
turn to management behavior. 
Attitude as a system 
lyian acts upon his ideas. His irrational acts no less than his 
rational acts are guided by what he feels, what he believes, what he 
anticipates. However bizarre the behavior of men, tribes, or nations 
Flirty appear to an outsider, to the men, to the tribes, tc the nations 
their behavior makes sense in terms of their own world views. Every 
man, through cognitive mapping, attempts to construct for himself his 
ovm meaningful world, and he classifies and orders within it a multitude 
of objects, among which the most significant are other people. As Sir 
Frederick Bartlett suggested. 
"It is fitting to sneak of every human cognitive 
reaction-~perceiving imagining, thinking, and 
reasoning--as an effort after meaning." (52, p. 17) 
If one understands how man comes by ideas about things and people 
who make up his world image, if one understands the principles which 
govern the growth and development and interaction of these ideas, one 
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will have taken the first step toward understanding man's behavior in 
this world of his own making. 
As man in his finite world is repeatedly forced to cope with the 
same object the repeatedly evoked cognitions, feelings, and response 
dispositions become organized into a unified and enduring system--for 
man is an organizing and conserving animal. This entire package of 
particular beliefs, feelings, and response tendencies is henceforth 
there, whenever the individual is confronted by the relevant object. 
In other words, he now has an attitude toward the object. As the indi­
vidual acquires more and more attitudes--as he assimilates more and more 
objects in his world--his improvisations toward these objects and his 
fresh examinations and interpretations of them decrease. His actions 
become relatively stereotyped, predictable, and consistent--and social 
life becomes possible. For where there are no enduring beliefs, evalua­
tions, and action tendencies which can be shared by the company of men, 
social life as we know it would be impossible (52), 
According to Krech £t al. (52) the social actions of the individual 
reflect his attitudes--enduring systems of positive or negative evalua­
tions, emotional feelings, and pro or con action tendencies with respect 
to social objects. 
As the individual develops, his cognitions, feelings, and action 
tendencies with respect to the various objects in his world become organ­
ized into enduring systems called attitudes. 
Kirecli (52) in his uefiuiLiuu of aLLii-uuci as .systems, put cmphasis 
on the interrelatedness of the three attitude components. When incorpo­
rated in a system, these components become mutually interdependent. ITie 
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cognitions of an individual about an object are influenced by his 
feelings and action tendencies toward that object. And a change in his 
cognitions about the object will tend to produce changes in his feelings 
and action tendencies toward it. 
Cogni five The cognitive component of an attitude consists of 
the beliefs of the individual about the object (52). Tlie object of an 
attitude may be anything that exists for the individual. Thus an indi­
vidual has a vast array of attitudes toward objects in the physical world 
that surrounds him whatever it is. He has perhaps an even more imposing 
array of attitudes toward objects in the social world in which he lives. 
He has attitudes toward other people and groups of people, toward social 
organizations, and toward political and economic events. Tlie most 
critical cognitions incorporated in the attitude system are evaluative 
beliefs which involve the attribution of favorable or unfavorable, 
desirable or undesirable, good and bad qualities to the object. 
Feeling Tlie feeling component of an attitude refers to the 
emotions connected with the object (52). The object Ls felt to be pleas­
ing or displeasing; it is liked or it is disliked. It is this emotional 
loading which gives attitudes their insistent, stirred-up, motivating 
character. 
Action tendency The action tendency component of an attitude 
includes all the behavioral readinesses associated with the attitude. 
If an individual holds a positive attitude toward a given object, he will 
be disposed to help or rewai'd or supjiorL the i.>L>jet-L; ii he nolda a 
negative attitude, he will be disposed to harm or punish or destroy the 
object. 
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Throughout the above presentation the components of an attitude 
are assumed to be related to behavior, it follows logically that atti­
tudes themselves should therefore bear a relationship to behavior. 
Since management behavior is one type of human behavior; it is derived 
that attitudes are assumed to be related to management behavior. Thus, 
attitudes v/ould be expected to influence individual's behavior in 
general and his management behavior and its types in particular. 
Knowledge 
Definition 
An individual's knowledge is defined as the information which helps 
hlin to set a context for the social phenomena to be more easily compre­
hended. In other words knowledge means possessing or being the possessor 
of information about anything. 
The concept knowledge, possesses a wide and diversified range of 
definitions and interpretations. In spite of the difficulties In 
generating meaningful conceptuali2ation(s) to provide definite, discrete 
categories for operatlonalization it is believed that knowledge repre­
sents a significant aspect or portion of the factor(s) that influence 
human behavior and action. In general, specific definitions and interpre­
tations for the concept are subject largely to the individual context 
within which the concept is used. For example in learning theory, the 
relationship of knowledge to attitude and performance is explained by 
tVie stimulus-response-reward schema. Other aspects of learning theory 
suggest that attitudes, knowledge, and performance activities can be 
taught, and thereby acquired by the individual. This position presents 
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one theoretical relationship assumed in the learning process. Selecting 
some of the general level components of human behavior. McGehee and 
Thayer (61b) state; 
"...attitudes, as are other forms of behavior, are 
acquired as a function of experience, they are learned, 
this means that in attempting to develop or modify 
attitudes in an industrial situation we are confronted 
with the same type of problem we meet when we try 
to teach an employee a skill or impart knowledge." 
(61b, pp. 169-170) 
It is assumed therefore, that there exists a direct interaction 
between attitudes and knowledge, and specifically that attitudes in­
fluence the knowledge which is acquired by the individual and that knowl­
edge leads to attitude reinforcement, change or dissonance. It is assumed 
there exists a relationship between attitude and knowledge in reference 
to performance. A circularity is in evidence here, as performance is a 
result of knowledge and attitude, and attitude and knowledge are affected 
by the individual action taken. 
It is assumed that the "correctness" or "incorrectness" of the 
knowledge, used by the acting individual has a direct bearing on the course 
of action chosen. It is assumed that, in general, the greater the amount 
of "correct knowledge," possessed by the acting individual about the 
subject under evaluation, the greater will be the opportunity of the 
individual actor to accurately evaluate the situation, choose from among 
the perceived alternatives, and initiate what to the individual appears 
to be the most rewarding course of action. Some leading sociologists 
such as Drs. George M. Beal and Joe M. Bohlen further elucidate the 
relationship of knowledge to individual behavior by taking the position 
that knowledge as perceived through the eyes of the individual actor is 
represented by, "...the relationship that (the actor believes) exists 
between phenomena" (12, p. 293). The above given quotation discloses 
that interpretation is intimately tied to the patterns u£ cause and 
effect, that, to the individual actor, are perceived as being intercon­
nected. Knowledge, that is limited, incorrectly associated, or in any 
other manner defective, may still be construed by the individual actor 
as disclosing a relationship that establishes a rationale upon which the 
individual initiates action. Such spurious associations may limit, 
misdirect, or in other ways orient the individual to action/behavior 
decisions deemed inappropriate by others with a greater amount of knowl­
edge, or who view the action/behavior of the individual from another frame 
of reference. This point is highly relevant in the study of human 
behavior and is especially significant in the conceptualization used in 
this dissertation. 
Much behavior research, including this dissertation takes a norma­
tive position in relation to the individual's constructed world of 
relationships between phenomena. The rescarcher uses some normative 
criterion in order to establish a more general and accepted relationship 
between phenomena. This normative criterion is usually relationships 
determined on the basis of the scientific method. Through the use of 
the scientific method, knowledge of an individual is not described or 
measured in terms of relationships between phenomena constructed by the 
individual, but represents the degree to which the individual's con­
structed relationships agree or disagree with relationships supported by 
scientific inquiry in reference to the phenomena under investigation. 
Throughout the above presentation beliefs (knowledge) are assumed 
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to be related to human behavior. Since management behavior is one type 
of human behavior, it follows that individual's knowledge is assumed to 
be related to his management behavior. 
Furthermore, the individual must have knowledge to act in relation 
to both ends and means. Also the individual's knowledge level determines 
his rational action. 
It is concluded, therefore, that beliefs (knowledge) are assumed 
to be related to human behavior and in turn to management behavior. 
Job Satisfaction 
The last individual personal variable in the present study is indi­
vidual satisfaction (e.g., job satisfaction). 
Definition 
The term "satisfaction" refers to the state of mind of a person, 
to some processes going on within him. It relates to an individual, not 
to a group (101). 
It is assumed that the state of mind of a person is subject to the 
affect, if it is not partially a product, of his beliefs and attitudes. 
Ttius one might derive that individual's beliefs and attitudes are related 
to his state of satisfaction. 
Satisfaction emerges from an individual's feelings and thoughts, 
which may be related to the rewards he is receiving from his environ­
ment. His response to his reward condition will result not only from the 
rewards themselves, but also from his wants and his perceptions of what 
other persons are receiving from the same sources. 
One should expect to find some relationship between a person's 
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behavior and his internal state of satisfaction. But feelings and be­
havior are not the same thing. Motivation in terms of needs, desires, 
wnnts, preferences, or expectations, explains behavior. In a sense, 
satisfaction does not. 
Satisfaction may be viewed as an individual's emotional measure 
of the balance he is experiencing between what he wants and what he is 
receiving from his environment. He wants certain rewards and not others 
in specific situations. The more he gets of what he wants, the more 
satisfied he will probably be, but this says nothing about his behavior. 
His behavior, one might assume, is directed by his wants. 
The terra "wants" refers to inner motivational conditions. Krech 
o_t aj^. (52) define wants as follows: 
"(wants is) The initiating and sustaining forces of 
behavior. Wants may be either positive or negative. 
A positive want (e.g., a desire) is an assumed force 
which impels a person toward the achievement of a goal, 
A negative want (e.g., anxiety) is a force which repels a 
person from certain objects or conditions. Coiininm 
synonyms for positive wants are drives, needs; for 
negative wants, fears, aversions." (52, p. 102) 
As to relationships between productivity and satisfaction, if a person 
wants the rewards tliat he can get by turning out production and his only 
criteria for rewards is amount produced, the more he produces the more 
he gets, and the more satisfied he will be. On Ihe other hand, if he 
wants other kinds of rewards, his satisfaction will stem from his receipt 
of those rewards, not only from his productivity rate. Under this 
condition a high producer can be satisfied, not with his production, but 
with the other rewards he receives. Similarly, a high producer can be 
dissatisfied with his rewards. 
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Negative wants, or avoidances, also play an important part in under­
standing the relationships between satisfaction and other variables. A 
simple explanation of the negative correlations between satisfaction and 
productivity holds that productive work is perceived by some people 
in some situations as a form of punishment. It is undertaken to avoid 
more severe punishments. An extreme example would be the slave crews of 
ancient Mediterranean galleys. They would work hard to avoid the lash 
of the master, but would hardly be expected to be satisfied with their 
lot. Not working Hard would result in severe punishment--painful wounds, 
disability, or death. These were usually even less desirable than pain­
ful physical labor. 
The next step is to consider the kinds of rewards that people might 
be seeking in the organizational environment, and the kinds of rewards 
that the environment can deliver, as well as some of the objects of 
negative wants which may be present. A number of researchers distinguished 
between external and internal rewards; the rewards that come from the 
formal organization and those that derive from group membership. 
External rewards include those related to economic security: pay, 
job security, and economic fringe benefits. Another kind of external 
rewards are those rewards intrinsic to the person's job; interest, 
variety, and the opportunity to develop mastery over intricate problems. 
Status rewards are still another kind of reward conferred by an organiza­
tion. These include all of those symbols that publicly communicate the 
importance of the position. They cover such symbols as the amount of pay 
received above economic survival requisites; the form in which one is 
paid (monthly salary as against hourly wages); one's title, work place 
location, and furnishings; and one's working hours. The promise of 
future advancement, which involves both specific job content and status 
connotations, is also an external reward. 
Internal rewards, in contrast, are those that are distributed among 
members of the work group through interpersonal relationships. These 
include liking and friendship, esteem and respect, support and help, 
and the opportunity to perform socially important and personally grati­
fying roles. In many work groups, the internal and the external reward 
systems are in conflict with each other. In these instances, the 
individual is forced to choose one type of reward at the expense of the 
other. 
The organizational situation can provide various kinds of rewards 
for the individual. Conversely, individuals bring a variety of wants 
with them into the organizational setting. Individuals differ in their 
wants. Any one individual's wants may vary from time to time as his 
organizational and nonorganizational roles change over his lifetime. 
Some wants may become so fully satiated that they no longer motivate. 
The individual may have a difficult task in trying to understand his own 
wants at a particular time, and in trying to discover his own particular 
order of preference. He may have an even more difficult task trying 
to understand the changes in his motivations. And yet it is all too 
common for this same individual to impute his oxm wants to others, and 
to try to influence their behaviors by rewards and punishments that might 
be important to himself, but bear little relationship to their actual 
wants. This means that without an understanding of individual motivation, 
the administration of rewards and piuiishments to others will yield 
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unpredictable and unexpected results. 
Analysis of individual motivation involves two major problems. 
ITie first is that of conceptualization and measurement. The second con­
cerns the limits to the pursuit of causes. 
A variety of conceptualizations have been developed by various 
theoreticians and researchers. These include tlie ideas of instincts, 
drives, needs, motives, wants, values, interests, goals, objectives, and 
others (101). One important distinction among these ideas is mads between 
conscious and unconscious motives. Conscious motives are those wants 
that are known to the individual. They become part of his conscious 
reasoning scheme, his personal basis for rational, goal-directed behavior. 
He can explain why he does certain things by his conscious wants. But 
he cannot explain all of his relatively persistent behaviors in the same 
way. He and others may "explain" some of his behaviors as basic character 
traits or as part of his unique, version of "human nature." 
Tlie explanation of these recurring behavior patterns, whether they 
involve purely private expressions or interpersonal communications^ lies 
in unconscious motivation, Freud is credited with the discovery and 
elaboration of this concept. 'llie causes of these behaviors lie in intra­
psychic processes which take place within the person even though he may 
be unaware of them. The bondary line between the unconscious and the 
conscious is guarded by mechanisms of defense, which themselves become 
important motivating elements. One strong negative want Ls the anxiety 
related to uncovering the unconscious. Hence, unconscious motives 
affect behavior in two ways; they push the individual toward or away from 
external objects and through the mechanisms of defense protect him by 
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generating defensive behaviors. 
Some ideas concerning motivation refer to internal states, or 
sources of internal energy or "push." Other ideas refer to external 
objects or goals. These goals tend to "pull" the person or "repel" him, 
from outside. Yet some uniformities stand out when comparing empirical 
analysis of motivation. One is the multiplicity of motives--the idea 
that the individual is motivated by many internal and external sources 
at the same time. Another is that some kinds of motives remain relatively 
constant as an individual moves from one situation to another. Other 
kinds of motives, aroused by the situation, may vary within an individual 
as he moves from situation to situation. Still other kinds of motivation 
change within the individual over longer periods of time as he moves 
through his life cycle. 
The second major problem in understanding motivation involves the 
limits acceptable in pursuing causes. One such limit, acceptable for 
some purposes, sees motivation as a "given," independent variable. For 
other purposes, motivation is regarded as a depeudeaL variable, whose 
sources one seeks. In the first instance, one seeks utily to ueLerruiue 
the relationship between motivation and behavior. In the second instance, 
one seeks to determine the relationships between past experiences and 
current motivational states. Instead of taking motivation as given, 
one now asks why the person has the particular motives that determine his 
behavior in specific situations. In this kind of investigation, one 
looks at the individual's past experiences for the causes of his current 
motivational state. 
If one considers the individual's lire through his sequence of waiiLa, 
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sonio biologically based, others derived from cultural experiences, one 
can trace patterns of reward and deprivation emanating from his environ­
ment. One can analyze these rewards and deprivations as learning 
experiences, from the point of view of behavioral reinforcement. That 
is, any behavior followed by a reward which satisfies an active want is 
"learned" as an appropriate way in which to satisfy the want henceforth. 
Similarly, behaviors that are followed by deprivation of wants will tend 
to be avoided. Furthermore, under some conditions, rewards may lead 
to satiation of certain wants; in such cases the satisfied want no longer 
motivates the individual's beliavlor. Under other conditions, success 
feeds on itself. The individual continues to pursue easily available 
rewards. In addition, the individual's internal states of wanting, 
feeling, and thinking become modified by reward and deprivation. Not 
only is behavior learned by reinforcement, but so are the internal con­
ditions which accompany the behavior patterns as parts of the total 
personality. 
Put another way, the Individual learns to have attitudes and feel­
ings. He learns to expect certain rewards from the env ire nine n r. In recurn 
for certain behaviors. He acquires levels of aspiration in relation to 
certain kinds of rewards. He may learn, for example, that it does not 
pay to pursue friendship or trust people too i7'-ic!; because he has been 
disappointed in the past when he sought friendship, trusted people, or 
both. On the other hand, he may have learned that trust pays off. 
Another possibility is that along with reinforcement of attitudes toward 
particular rewards, the individual acquires a differential order of 
preference for various kinds oC rewards. 
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From his past history of environmental rewards and deprivations, the 
individual enters the work situation wanting some kinds of rewards from 
it and not being concerned about other rewards. The situation provides 
opportunities for satisfying some of his wants but not others. It may 
provide opportunities for satisfying many of his wants, but the con­
straints may force him to choose to pursue one kind of reward at the 
expense of another kind. This scheme is represented by Figure 3. 
The individual's level of satisfaction is a function of his receipts 
of rewards from the situation and the wants which he brings to it. 
Holding wants constant, the more he receives, the more satisfied he 
becomes. Holding receipts constant, the more he wants, the less satis­
fied he becomes. In mathematical form, satisfaction = g ^ Wliat 
wants 
the individual wants from the situation is determined by his personal 
history of rewards and deprivations, in a manner too complex to attempt 
to formulate in a simple equation. t</hat he receives from the situation 
is a function of his behavior and the behavior of the other persons in 
his enviroriiucut, as constrained by the organizational and cultural 
sLeius. Once iuvulveu in Liie siLuacj-Ou, the individual's wants become 
modified furtrier in the process of being rewarded and deprived; experiences 
in the organizational setting become part of the individual's personal 
history. 
The differentiation between external and internal rewards is shown 
Tliis equation is given by Abraliam Zalezirik and David Moment (101), 
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Figure J. Sources of satisfaction in work groups 
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in Figure 3. Depending on the nature of the organizational constraints 
and the state of work group development, the presence of alternative 
sources of rewards may put the individual in a position of conflict, 
forcing him to choose one kind of reward at the expense of the other. 
One would suggest that the greater the degree of conflict, the more the 
individual is forced to compartmentalize his experiences; for example, 
he might be forced to feel that he likes the job but not the people, or 
likes the people but not the company, or likes his boss but not his work 
associates, and so on. Since this condition is not uncommon in organiza­
tions, researchers have attempted to measure satisfaction along the 
specific, compartmentalized scales. Since individual wants are many and 
varied, both in kind and in intensity, and the opportunities for rewards 
make up a complex pattern, the theoretical question of what is meant by 
satisfaction and how it is determined can be approached in only the most 
general of terms. However, the type of satisfaction which is of major 
concern in this thesis is the manager job satisfaction. 
From the above presentation and discussion it appears that one might 
assume that there is a relationship between human behavior and satis­
faction. Since management behavior is one type of human behavior, there­
fore, it is assumed that the manager's job satisfaction is related to his 
management behavior. 
Situational Variables 
Situational variables is an important group or cluster of variables 
which assumed to affect the individual's behavior or action. This 
section is devoted to the theoretical discussion of various approaches 
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to the definition of the situation conceptualization from which the 
expected relationships between the situational variables and human be­
havior in particular will be derived. 
Definition of the situation 
It was Weber's contention that the social sciences were concerned 
with the understanding, as distinct from simple behavioristic reporting, 
of human action, and that an essential element of the interpretation 
of human action was the effort to seize upon the subjectively intended 
meaning of the participants in it. At roughly the same time W. I. 
Thomas (1863-1947), one of the fathers of American sociology, advanced 
the theorem that it is essential in the study of man to find out how men 
define situations in which they find themselves and that if men define 
situations as real, they are real in their consequences. 
What Weber and Thomas set forth has by now become one of the axioms 
of sociological Leaeaich. Stimulated by recenu developments in Freudian 
and non-Freudian social psychology as well as by the trends outlined 
above, one has come to recognize the fact that men respond to outside 
stimuli in a selective manner and that such selection is powerfully 
influenced by the manner in which they define or interpret situations. 
Anticipatory definitions are likely to have enduring social consequences, 
even if these definitions seem to an outside observer to be completely 
devoid of an "objective" truth value. 
But sociological J as distinct from psychological, analysis of defini­
tions of situations does not rest its case with the study of individual 
meaning; it attempts to show that intersubjective understanding requires 
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the acquisition of shared meanings. In their analysis of the functions 
of cultural norms in the rise of group structures, sociologists and 
anthropologists have emphasized that one of the essential functions of 
cultural norms is to provide members of a group or society with those 
shared definitions of the situation without which social living would be 
impossible. 
If the scientific observer is able to penetrate to the typical 
definitions of the situation prevailing in particular groups, strata, or 
societies, he is able to make predictions as to the probable response of 
members of these groups in future situations. 
Professor Florian Znaniecki was associated with W. I. Thomas in 
the pioneering study of the Polish Peasant (1918-1921) in which the 
"definition of the situation" approach was first developed. He has since 
extensively developed the initial methodological approaches contained in 
that study, and the selection here is from one of his major theoretical 
works. Professor Maclver as a contemporary American sogiologist has in 
his turn insisted upon the crucial significance of subjective interpreta­
tions. "dynamic assessments," as he calls them, iu the understanding of 
human action. His social causation may be counted among the sophisticated 
approaches to the field of sociological method to have appeared in the 
last quarter of a century. 
Thomas One of the most important powers gained during the evolu­
tion of animal life is the ability to make decisions from within instead 
of having them imposed from without. Thomas (91)^ in discussing the con­
cept of the definition or the situation stated the following; 
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"Very low forms of life do not make decisions, as we 
understand this term, but are pushed and pulled by chemical 
substances, heat, light, etc., much as iron filings are 
attracted or repelled by a magnet. They do tend to behave 
properly in given conditions—a group of small crustaceans 
will flee as in a panic if a bit of strychnia is placed in 
the basin containing them and will rush toward a drop of 
beef juice like hogs crowding around swill--but they do 
this as an expression of organic affinity for the one 
substance and repugnance for the other, and not as an 
expression of choice or 'free will.' There are, so to speak, 
rules of behavior but these represent a sort of fortunate 
mechanistic adjustment of the organism to typically 
recurring situations, and the organism cannot change the 
rule. 
"On the other hand, the higher animals, and above all man, 
have the power of refusing to obey a stimulation which they 
followed at an earlier time. Response to the earlier 
stimulation may have had painful consequences and so the 
rule or habit in this situation is changed. We call this 
ability the power of inhibition, and it is dependent 
on the fact that the nervous system carries memories or 
records of past experiences. At this point the determina­
tion of action no longer comes exclusively from outside 
sources but is located within the organism itself. 
"Preliminary to any self-determined act of behavior there is 
always a stage of examination and deliberation which we may 
call the défini hinn of the situation. And actually uot 
only concrete acts are dependent on the definition of 
the situation, but gradually a whole life-policy and the 
personality of the individual himself follow from a 
series of such definitions," 
He continued, 
"... There is therefore always a rivalry between the 
spontaneous definitions of the situation made by the 
member of an organized society and the definltiona 
which his society has provided for him. The individual 
tends to a hedonistic selection of activity; pleasure 
first; and society to a utilitarian selection, safety 
first. Society wishes its member to be laborious, 
dependable, regular, sober, orderly, self-sacrificing; 
while the individual wishes less of this and more of 
new experience. And organized society seeks also to 
regulate the conflict and competition inevitable 
between i'ca members in the pursuit of their wishes. 
The desire to have wealth, for example, or any other 
Hocialiy sanctioned wish, may not be âceompIiBned ac the 
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expense of another member of the society, - by murder, 
theft, lying, swindling, black mail, etc. 
"It is in this connection that a moral code arises, which 
is a set of rules or behavior norms, regulating the 
expression of the wishes, and which is built up by 
successive definitions of the situation. In practice 
the abuse arises first and the rule is made to prevent 
its recurrence. Morality is thus the generally accepted 
definition of the situation, whether expressed in public 
opinion and the unwritten law, in a formal legal code, 
or in religious commandments and prohibitions" (91, 
pp. 41-44). 
Thomas continued on his discussion of the definition of the situation 
focusing on the family as the smallest social unit and the primary 
defining agency. Later in addition to the family he discussed the com­
munity as a defining agency also indicating that at present the community 
is so weak and vague that it gives no idea of the former power of the 
local group in regulating behavior. Originally the community was 
practically the whole world of its members. It was composed of families 
related by blood and marriage and was not so large that all the members 
could not come together; it was a face-to-face group. However, he 
maintained that the typical community is vanishing and it would bn neither 
possible nor desirable to restore it in its old form. It does not 
correspond with the present direction of social evolution and it would 
now be a distressing condition in which to live. But in the immediacy 
of relationships and the participation of everybody in everything, it 
represents an clement which we have lost and which we shall probably have 
to restore in some form of cooperation in order to secure a balanced and 
normal society,--some arrangement corresponding with human nature (19), 
A further analysis and discussion of Tliomas ' concept definition of the 
situation as well as the forthcoming approaches will he presented later 
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in this section. First the attention will be to present various ap­
proaches which will lead to a more complete discussion of the concept 
definition of the situation. 
Weber Weber (95) discussed the subjective meaning in the social 
situation as follows: 
"Sociology is a science which attempts the interpretive 
understanding of social action in order thereby to arrive 
at a causal explanation of its course and effects. In 
'action' is included all human behavior when and in so 
far as the acting individual attaches a subjective 
meaning to it. Action in this sense may be either overt 
or purely inward or subjective; it may consist of 
positive intervention in a situation, or of deliber­
ately refraining from such intervention or passively 
acquiescing in the situation. Action is social in so 
far as, by virtue of the subjective meaning attached 
to it by the acting individual or individuals, it takes 
account of the behavior of others and is thereby 
oriented in its course." (95, p. 88) 
Weber continued his discussion indicating that the individual per­
ception of the situation affect his course of action. 
The primary empirical cvidcnce about any cultural human 
action is the experience of the agent himself, supplemented by the 
experience of those who react to his action, reproduce it, or participate 
in it (19), Znaniecki (102) is discussing the subjective meaning in the 
social situation stated: 
"Every student of culture takes his data with a 
humanistic coefficient. The philologist studies a 
language as experienced by the people who speak it 
and understand it, the economist studies money and 
the active use of money as experienced by the people 
who use it. ...no body can doubt the data which a good 
philologist collects about speaking a language, or a good 
economist's data about the functioning of a bank. 
"Now, the orthodcx behaviorist rejects this primary 
empirical evidence as a basis for inductive research. 
(He) mentioned only two essential characteristics of 
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active human experiences which the orthodox behaviorist 
is prevented by (his) bias from taking into considera­
tion. 
"Tlie first of these characteristics belongs to all the 
experiences of human agents: it is the intrinsic objective 
meaningfulness of every datum with which the agent deals. 
Behaviorism reduces the problem of meaning to the mean­
ing of symbols. But for the human agent not only symbols 
have a meaning, but every datum of his experience in 
which he is actively interested: every datum stands 
not only for itself, but for other data which it suggests. 
At an early stage of mental development this meaning 
is connected with the possibility of organic experiences 
suggested by the object; thus, food suggests certain 
experiences of the organs used in eating and digesting. 
At this stage it is still possible to substitute for 
it the concept of 'incipient behavior.' But gradually 
the meaning expands, includes suggestions of objects 
outside the organism, and becomes irreducible--even 
indirectly--to any definite incipient behavior. 
"No object as experienced by an active human individual 
can be defined merely by its sensory content, for on its 
meaning rather than on Its sensory contact depends its 
practical significance for human activity. Not because 
of what it 'is' as a natural datum, but because of 
what it 'means' as a humanistic, cultural datum, does an 
object of activity appear to the agent as 'useful' or 
'harmful,' 'good' or "bad,' 'beautiful' or 'ugly,' 
'pleasant' or 'unpleasant.' 
"The second essential point that behaviorism leaves 
out of consideration in studying human actions is the 
existence in the experience of human agents of objects 
which are not only meaningful, but partly--often almost 
completely--non-material in content and irreducible to 
sensory perception. Such objects are, for instance, myths 
and other religious entities, political institutions, 
contents of literary works, scientific and philosophic 
concepts. Many words in civilized languages are not 
used to indicate objects given in sensory experience, 
but precisely to symbolize non-material, 'spiritual' 
objects, to stabilize and communicate their contents." 
(102, pp. 11-17) 
In Znaniecki discussion so he says that the individual perception 
of the situation affect his action directly or indirectly. It is also 
apparant that the other situational variables play an important rc1e in 
terms of providing the individual actor with information about the situa­
tion which will set a context for him to comprehend the phenomena and/or 
the object to which he will act or react. 
MacIver Maclver also discussed the subjective meaning in the 
social situation somewhat different from the other theorists reviewed 
above, however, there are some common elements among all. These common 
elements will be presented after a brief presentation of Maclver's 
points. He used illustrative examples in his discussion, Maclver 
s tated, 
"A business man sits in his office. He has concluded 
an important deal. The tension under which he had been 
working is relaxed. He is back to the everyday routine 
and it has less savor than before. He is conscious of 
a vague restlessness. He wants a change of some sort. 
His days have been to slavishly devoted to the demands of 
business, he has been missing other things. He has 
been making money--why shouldn't he spend some, indulge 
himself a little? Why not take time off and go on a 
voyage? The business can get along without him for a few 
weeks. A steamship company's advertisement of a 'luxury 
cruise,' which he had read some days before, comes to his 
mind. 'It is just the thing I need,' he says to himself, 
'a complete change of scene.' His wife has been warning 
him against overworking. His family will appreciate him 
more when he comes back after an absence. The air and 
sunshine will do him good. He will make new acquaintances. 
It will be pleasant to visit Rio and Buenos Aires and 
other places he has merely read about. The more he 
thinks of the idea the better he likes it. Before the 
day is over he 'makes up his mind* and telephones the 
steamship company for a reservation. 
"What has the business man been doing? He has been assess­
ing a situation and arriving at a decision. He has had 
alternatives before him and has chosen between them. He 
is going to travel, for recreation or health or adventure. 
That is the way he puts it to others--or to himself. 
His statement of objective is necessarily incomplete and 
is probably a simplification. Anyhow he has reached a 
decision, probably without any meticulous calculation. 
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his dynamic assessment of a situation. In the process 
of making a decision, some desire, some valuation, simple 
or complex, has become dominant for the time being, 
as a determinant of action within the individual's 
scheme of values. 
"In all conscious behavior there is thus a two fold 
process of selective organization. On the one hand the 
value-system of the individual, his active cultural complex, 
his personality, is focussed in a particular direction, 
toward a particular objective. On the other hand certain 
aspects of external reality are selectively related to 
the controlling valuation, are distinguished from the 
rest of the external world, are in a sense withdrawn 
from it, since they now become themselves value factors, 
the means, obstacles, or conditions relevant to the value 
quest. ITie inner, or subjective, system is focussed by 
a dynamic valuation; and the outer, or external, system is 
'spotlighted' in that focus, the part within the spotlight 
being transformed from mere externality into something 
also belonging to a world of values, as vehicle, accessory, 
hindrance, and cost of the value attainment. 
"In all conscious behavior the situation we assess, as 
preliminary to action, is in no sense the total objective 
situation. In the first place it is obviously not the 
situation as it might appear to some omniscient and dis­
interested eye, viewing all its complex interdependences 
and all its endless contingencies. In the second place it 
is not tlie situation as inclusive of all the coruiicions 
and aspects observable, or even observed, by the partici­
pant himself. Many things of which he is aware he excludes 
from the focus of interest or attention. Many contingencies 
he ignores. The situation he assesses is one that he has 
selectively defined, in terms of his experience, his habit 
of response, his intellectual grasp, and his emotional 
engrossment. 
"The dynamic assessment limits the situation by excluding 
all the numerous aspects that are not apprehended as relevant 
to the choice between alternatives. At the same time it 
includes in the situation various aspects that are not 
objectively given, that would not be listed in any merely 
physical inveuLory. For in the first place it envisages 
the situation as imprégna Led witli values and susceptible of 
new potential values; and in the second place the envi sage­
ment is dependent on the ever-changing value-system of the 
individual, charged with iTiemory nf past experience, moulded 
by I lie impact of previous indoctrination, responsive to tne 
processes of changc "..'ithin his v.'hole psychoorgan Lc b.jing. 
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Hius no two individuals envisage and define a situation 
in exactly the same way even when they make a seemingly 
identical decision and even although social influences are 
always powerfully at work to merge individual assess­
ments in!:o a collective assessment." (60, pp. 291-299) 
The above stated approaches may look different, however, as stated 
before, there is some common elements among all. These common elements 
are as follows: 
1. All approaches and/or definitions indicated the 
importance of the subjective meaning in the social 
situation as related to behavior. 
2. All somehow indicate the importance of the situational 
factors and its affect on individual knowledge and in 
turn on his action. 
3. The individual knowledge and perception of the situation 
influence his behavior. 
4. Individual action is not based only on those situational 
factors which are in sensory contact with him. At 
the same time it includes all other aspects of the 
situation which are not objectively given and not in 
sensory contact with the individual. 
5. Some approaches, such as that of Maclver, discussed 
the affect of the situation on individual personality 
in turn on his behavior. 
To sum up one might say that the definltior; of the siLuaciou and 
the factors existing iu it appear to have direct and/or indirect affect 
on the individual personality and in particular on his cognitive world 
and value system which in turn affect his behavior. Tne present study 
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deals only with two types of situational variables. These situational 
variables are sources of information and competition. It is widely 
accepted that sources of information bears some affect on the individual 
knowledge and in turn on his behavior. Also the individual perception 
of competition in the situation will affect his course of action. The 
two types of situational variables will be discussed in farther detail 
in the succeeding parts of this section. 
Sources of information 
One of the factors in attitude change is the receipt of new informa­
tion by the individual. Information is used here in its broadest sense, 
and refers to any input into the mental system. The information must be 
believed if change in behavior is to occur. Usually, people must rely 
ou secondary sources of information rather than their own direct observa­
tion. Before they accept new information, they want to know the motives 
and credibility of che human source behind the information. Ttieir 
decision to accept or reject new information and, hence, their willingness 
to act in relation to certain object, depends partly on their appraisal 
of the information source. 
Krech e_t £l_. ( 5 2 )  stated that "Cognitive change is typically initiated 
by changes in the individual's information and wants" (52, p. 34). 
It is a commonplace that as a new information becomes available to 
a person, changes in his thinking may occur. But, to the psychologist 
this observation is just the beginning of an understanding of cognitive 
change. In the first place, the same bit of new information can cause 
quite different changes in other cognitions. In the second place, just 
105 
as it is a commonplace that as new information becomes available to a 
person, changes in his thinking may occur, so it is a commonplace that 
new information does not always bring about cognitive change and that 
sometimes cognitive change--or the drive toward cognitive change--seems 
to be initiated by other events than new information. Frequently cogni­
tive change is initiated by changes in the individual's wants or environ­
ment rather than in his information. 
Changes in the wants of the individual and changes in his informa­
tion are, in most cases, interdependent (52). As people acquire new 
wants, they are led to seek out new information, to learn more. As they 
learn more about a subject, new wants may be induced, thus impelling them 
to learn still more. It is also possible, of course, that changes in 
wants may inhibit the seeking of more information. 
It has been pointed out that the same information may have quite 
different effects as fsr as cognitive change is concerned. 
More specifically any new bit of information will bring about cogni­
tive change, and what the nature of the change will be, depends, in large 
measure, on the degree of multiplexity, consonance, and interconnectedness 
of the cognitive system which must accommodate to this new bit of informa­
tion. The relations, however, between the effectiveness of information 
in bringing about cognitive change and the multiplexity, consonance, and 
interconnectedness of the pre-existing cognitive system appear to be 
highly complicated. Further, relatively little research on these rela­
tions has been undertaken by cognitive theorists and experimentalist in 
psychology. For these reasons precise generalizations defining these 
relations cannot be stated. Some rather simple illustrations of possible 
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relations can be pointed out. It should be noted that the following 
discussion should not be regarded as the conclusions of science, but as 
"hunches" of some scientists about an insufficiently explored field. 
Contradictory facts and resistance to cogni.tive change Often a 
person is forced to pay attention to new facts, facts that seem not to 
fit in with his existing cognitions or that even, contradict them. At 
times, this results in a fairly radical change of the whole system--a 
formerly consonant system may be thrown into disharmony and a widespread 
readjustment may result. At other times, however, despite such contra­
dictory facts, a relatively slight cognitive change seems to accommodate 
the new facts within the old system. Man continues stubbornly to hold 
on to his major beliefs in the face of contradiction after contradiction. 
Finally, it may be pointed out that more complex cognitive systems 
tend to maintain their major character despite apparently contradictory 
facts and experiences. If this were not true, there would be little 
stability in cognitive life. 
Vu1nerani1i Ly Co cogni tive chang^ Some cognitive sys terns seem 
to be more vulnerable to cognitive change than do others. A single new 
item of information could have a relatively decisive effect on a major 
system that v;as simplex and undifferentiated, but it might have a 
relatively minor effect on a mnl ti.pl ex system. 
In siunm.ay the de grec and manner in which changes in wants and 
information produce changes in cognition depend upon the mu!tiplexity, 
interconnectedn.ess, and consonance of the pre-existing cognitive systems, 
delations bet'./cca vulnerubility to cognitive change and the dimensions 
of luul tiui exi Ly uiid interconnectedness are complex and little under-
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sl.oocl. Clii-'P, i 1. i vc sysleins i)fc' high inii 1 Lip 1 exi fy are more inmiune to radii a 1 
change i.han those oi low mu 1 tip i exL ty . No such j^eneral relation can be 
stated for iiiterconncctedness. But no matter how much the cognitive 
change, the direction of change seems to be such as to approach a more 
consonant structure. This is true even in those instances where a major 
system of beliefs seems to be immune to contradictory facts. 
Balance theory is an approach to the study of cognitive consonance 
which is especially concerned with the individual's "affective cognitions" 
of people and social objects. Balance theory assumes that the cogni­
tive process persistently strives toward balance or consonance. However, 
balance is often not achieved. This is especially true when cognitive 
balance would lead to an unpleasant state of affairs for the individual. 
From the previous presentation, it is apparent that new information can 
cause change in the individual's cognitive world and in turn in his 
behavior. As stated before, management behavior is one type of human 
behavior, therefore, new information can cause change in the manager's 
management behavior. It is assumed also that the more sources of 
information the individual uses the more i.nformat ion he gets. IL is 
derived, therefore, that sources of information are assumed to be related 
to management beliavior. 
CompeIi tien 
In recent usjge competilio:! is that form ^ ' f interaction which 
involves a struggle for goals which are scarce or are believed to be 
scarce; the interaction is normatively regulated, may be direct or 
indirect, personal, or impersonal, and tends to exclude the use of force 
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and violence. 
Since Lht? time ol: C, H. Coo Ley, sociologists have drawn attention 
to the fact that the pursuit of scarce ends which others are also pursu­
ing may be carried on without awareness of the others, or if with aware­
ness, without conflict. In his essay 'Personal Competition," Cooley 
wrote that 
"Competition is not necessarily a hostile contention, 
nor even something of which the competing individual 
is always conscious... It is eligibility to perform 
some social function that makes a man a competitor, 
and he may or may not be aware of it, or, if aware 
of it, he may or may not be consciously opposed to 
others." (17, p. 165). 
Another approach which is strongly influenced by the biological and 
economic views of the late 19th and early 20th centuries, R. E. Park and 
E. W. Burgess made competition, conceived as unconscious and impersonal, 
the cornerstone of the field of human ecology (69). They described 
competition as "the elementary, universal, and fund.miontal form" of 
interaction, and added that it is "strictly speaking...interaction witliout 
social contact" (69, p. 507). This was qualified, however, by the state­
ment that "in human society competition is always complicated with other 
processes (of interaction)" and that "competition among men...has been 
very largely converted into rivalry and conflict," which were regarded 
as conscious and personal (69, pp. 506, 512). 
However, recent usage tends to broaden the meaning of competition 
to refer to the conscious or unconsci otis, personal! or imnersonn 1 . 
vV 
For further details see R. E. Park and E. V,'. burgess (69). 
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pursuit of scarce ends within a framework of rules. It tends to empha­
size Cooley's point that where competition is impersonal, it is so 
bccause the individual is oriented toward the goal rather than toward 
his competitors. K. Young defines competition as 
"...a less violent form of opposition in which two 
or more persons or groups struggle for some end or 
goal but in the course of which attention is focused 
chiefly on reward rather than on the competitor" 
(100, p. 64). 
Personal rivalry may still be considered competition, however, if it 
occurs under the governance of rules which exclude fraud and violence, 
and limit attention to the rival's relationship to the scarce goal. 
K. Davis makes this the key to his distinction between competition and 
conflict 
"...competition simply aims to outdo the competitor in 
achieving some mutually desired goal... It implies that 
there are rules of the game to which the competitors must 
conform and that behind these rules, justifying and 
maintaining them, is a common set of values superior 
to tlie competitive interest. it also implies an absence 
of coercion. ...the rules of competition limit the 
means that may be used. ... When competition breaks 
through the rules it tr^nsoforms itself into conflict" 
( 2 1 ,  p .  1 6 2 ) .  
Current psychological usage accepts the idea of scarce goals as 
characteristic of the competitive situation and does not concern itself 
explicitly with the questions of impersonality and normative regulation. 
It might be relevant here to define the term conflict and differenti­
ate it from competition. Conflict may be defined as "a struggle over 
values and claims to scarce status, power and resources in which the aims 
of the opponents are to neutralize, injure or eliminate their rivals" 
( 1 8 ,  p .  8 ) .  
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An analysis of the literature reveals that the term conflict is 
defined with a number of different emphases. According to one school 
of thought, which might be said to stem from the work of G. Simmel and 
to have been developed in America by R. E. Park and his co-workers, 
conflict is seen as one of the central forms of interaction. Simmel (88a) 
wri tes , 
"If every interaction among men is a sociation, 
conflict...must certainly be considered as sociation... 
Conflict is... designed to resolve divergent dualisms; 
it is a way of achieving some kind of unity, even if 
it be through the annihilation of one of the con­
flicting parties" (88a, p. 13). 
Park and Burgess (69) likewise treat conflict, as well as competition, 
as forms of interaction. In contrast to this view a number of scholars 
have seen in conflict a dissociative process. Thus G. A. Lundberg (58) 
finds that conflict is characterized by a suspension of communication 
between the opposing parties. 
Those who see in conflict a form of social inceraccion have been led 
to attempt to distinguish it from competition. Park and Burgess (69) say 
that conflict, as distinct from competition, is always conscious and 
involves direct communication: "Both are forms of interaction, but 
competition is a struggle between individuals, or groups of individuals, 
who are not necessarily in contact and communication, while conflict is 
a contest in which contact is an indispensable condition. Competition... 
is unconscious. Conflict is always conscious... Both competition and 
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conflict are forms of struggle. Competition, however, is continuous 
and impersonal, conflict is intermittent and personal" (69, p. 574). 
A number of scholars have attempted to distinguish be.ween conflict 
and competition mainly in terms of the means used by goal-oriented antag­
onists. Tims R. M. Maclver (59), while defining conflict as all activity 
in which men contend against one another for any objective, proceeds 
to distinguish between what he terms "direct conflict" and "indirect 
conflict." Direct conflict "occurs where individuals or groups thwart 
or impede or restrain or injure or destroy one another in the effort 
to attain some goal" (69, p. 51). Indirect conflict occurs "where 
individuals or groups do not actually impede the efforts of one another 
but nevertheless seek to attain their ends in ways which obstruct the 
attainment of the same end by others" (69, p. 51). 
In economics competition has retained a meaning close to its general 
definition as a social process and includes elements of striving and/or 
rivalry with respect to scarce goods, of attempts at excellence, of 
rationality as the actual or postulated psychological approach to the 
market situation, and of the effort to maximize the achievement of goals, 
in this case profit. Subforms of competition in economics are defined 
by the conditions of the market situation and by the dominance of 
striving or rivalry. 
From the above definitions and discussion of the term competition 
as situational factor, it appears that it does have some affect on the 
individual's action and interaction. Since management behavior is one 
type of human behavior. It is derived, therefore, that competition is 
related to management behavior. 
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So far the preceeding discussion delt with the factors and/or 
variables which affect human behavior which, in a sense, present only 
the first half of the developed analytical model. A theoretical dis­
cussion of tlie second half of the developed analytical model which 
indicates t:he affect of management behavior or performance on economic 
performance will follow. 
Output of Behavior Practices 
As it is stated before, in developing the analytical model, the 
individual's behavior practices has certain output or affect on the 
others and/or the social system in which he conducting his behavior. It 
is recognized also that the main objective of every cooperative is to 
handle the volume of goods and services necessary to maximize unit net 
savings within the framework of management's responsibility to members, 
labor and the public. 
Every manager of a cooperative today faces the need for the orienta­
tion of his business toward the goal of optimum efficiency. In the 
very beginning, if the combination of land, labor, capital, and equip­
ment is not properly organized, he has an unbalanced economic unit. 
High costs and low profit margin eventually force him into financial 
difficulty and obscurity. If the cooperative manager has too large a 
plant for the business available, overhead costs reduce operating efficien­
cy . Conversely, if the capacity is too small for the potential business, 
he is not organized to reap maximum net savings. If equipment is not 
maintained and production is not well [ilanned, waste and stoppage soon 
develop. If personnel are poorly selected and trained, or improperly 
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placed in the plant, disharmony and resulting inefficiency soon evolve. 
If the financial operation is not well planned, bankruptcy may be the 
result. These and many others are problems facing the manager of a 
farmer-cooperative in his everyday association with his business. The 
efficiency with which he performs his function as a manager, his manage­
ment behavior and his performance on each function of management as 
previously defined, in the face of competition may well decide success 
or failure for the cooperative activity and the investment of the farmer 
members of the cooperative association. Management also needs to 
emphasize carefully the distinction between economizing and conserving. 
Economizing uses resources wisely and prudently in the accomplishment 
of a goal while conservation abstains or forebears in their use. Econo­
mizing may or may not result in saving and conversely saving may or may 
not result in economizing . 
Economizing not saving 
Management of the business firm is not, or should not be, interested 
in saving but rather in economizing. Its task is not to save resources 
but to use resources wisely. If the goal were to save resources it 
could do so but at the expense of profit. In fact, at the extreme it 
could save all resources and that would, of course, result in no profit. 
There would be no loss either, but if profit maximization is the objective, 
the goal of saving conflicts directly with that of economizing (78). 
Emphasis on the practice of economizing rather than saving focuses 
attention on the relationship between the use of resources and the goals 
of the enterprise. Economizing seeks to allocate available resources as 
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intel1igenLLy as possible in the accomplishment of specified goals such 
as profit. The analysis of resource use to achieve goals then becomes 
a quite different task than the analysis of resources use for the purpose 
of saving, storing, or hoarding. The issue becomes not how, why, or 
when to save, but rather how to determine the efficiency of different 
resource allocations in accomplishing certain objectives (78). 
The problem of economizing 
One of the basic problems contributing to this confusion is the 
difficulty of securing information to guide economizing, information on 
costs and especially benefits of resource allocation. To economize one 
needs to know the consequences of alternative resource allocations so 
as to compare benefits. In deciding between alternative investment 
opportunities in equipment, one needs information on the net relative 
returns that can be expected from the alternatives. Savings, on the 
other hand, can usually be measured much more easily. 
This problem of economizing rather than saving is particularly acute 
where the benefits of an allocation are almost impossible to measure. 
Examples would include allocation of resources for public relations, 
advertising, and education. In public administration, economizing is 
especially complex because of this difficulty in measuring benefit;"; or 
consequences. 
Economizing in ilie 11 s 1 n i; s s firm or association 
In the business firm with the presence of the market system, it is 
difficult for management to secure the information needed to economize 
in the allocation of resources. The price system does, of course, give 
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the business manager some significant guides. If management can match 
costs and market prices it has some information to guide it in selecting 
products to which it wishes to allocate resources and from which to 
withdraw resources. 
Some resource allocations in the business firm or association are 
not directly related to the price systems. Two examples would be the 
expenditures for advertising and for the operation of the credit depart­
ment. In both cases, it is difficult to determine the point which will 
allow the most efficient return per dollar invested. Accounts receivable 
represents for the department stores one of the biggest items on the 
balance sheet. It is not unusual for more money to be invested in them 
than in merchandise. 
The manager of the business firm finds himself in need of analytical 
tools to assist in the economic evaluation of the firm's use of resources. 
Where the manager of the firm does not have an economic analysis available 
and is not equipped to make one, he must resort to other bases to allo­
cate resources or Lo evaluate existing practices. Custom, tradition, 
and imitation are ufteu used. 
The time honored practice of allocating to the advertising program 
a fixed percentage of sales is a case in point. The budget of the credit 
department may be based on its physical needs to process the additional 
accounts that the credit manager is adding. In neither of these cases 
is there an economi" base for the decision. 
Yet another alternative upon which to base resource allocation is 
the political one. The allocation for a department may simply be negoti­
ated between the depat uiieiiL head and management. If management feels 
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that an expenditure is getting too large, the approach in reducing it 
may be quite arbitrary. A fixed percentage may be selected. 
In each of the examples offered there is t!ie difficult problem of 
finding a measure of performance to use in evaluating the allocation. 
Tlie lack of this measure may result in a pressure from management to 
save money which may result in the reduction of expenditures, but not 
necessarily result in economizing. On the other hand, a persuasive 
department head may secure an increased allotment which, too, will not 
necessarily result in increased output, much less in economizing. 
From the above presentation and previously stated role of manage­
ment in the business firm and/or association it is clear that management 
bears direct affect on allocating the resources of the firm and in turn 
its efficiency in operation such as total sales and cost per dollar 
sales. Tlie output of management practices, in terms of efficiency in 
operation, will affect, or be related to, the economic performance of the 
firm and/or the association. Tiie ultimate goal of the manager in the 
present study is to maximize the net returns and income of the individual 
member of the farmer cooperative association. 
Having presented the theoretical grounds on which the developed 
analytical model stands and the theoretical concepts utilized in this 
study the attention will now be directed to the derivation of hypotheses 
to be tested in the iiresent study. However, before moving to the 
derivation of hypotheses section the theoretical concepts, previously 
stated, will be presented in the form of tne developed analytical model 
in Figure 4. 
Attitudes 
Individual's 
personal variables 
Knowledge 
Job 
satisfaction 
Sources of 
information 
Situational 
variables 
Competition 
Types of 
management behavior 
1. General planning and 
decision making 
2. Organizing and staffing 
3. Directing and leading 
^ 4. Coordination and 
communication 
5. Controlling 
4 
The efficiency 
of the 
association 
J 
Economic 
performance 
Figure 4. The theoretical concepts in the form of the developed analytical model 
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DERIVATION OF HYPOTHESES 
As stated before, when an individual is confronted with a stimulus 
he interprets that stimulus in the context or situation in which it was 
received and subsequently responds to the stimulus and its interpreta­
tion. It is in the interpretation phase of the process when values and 
attitudes, and knowledge, as well as other individual characteristics 
and situational factors play an important role. In this phase the 
individual reviews his past experience looking for previous encounters 
with similar stimuli. If he finds examples of such encounters he attempts 
to recall his responses in those cases and his degree of satisfaction 
or dissatisfaction with the outcomes of his actions. He then evaluates 
the present situation in terms of his past responses and his aims in the 
present situation. This part of the thesis will be devoted to the pre­
sentation of the general and specific hypotheses to be tested in this 
thesis. 
Attitudes 
Based upon the preceedlng discussion, it is clear that attitudes are 
one of the factors determining the degree of canalization of the interpre­
tation and response of stimuli. Embodying tendencies toward action, 
perceptions, and affective properties, they form a basis for the interpreta­
tion of the stimulus. Thus attitudes would be expected to be related 
to human behavior and in turn to management behavior. The direction of 
the relationship should be predictable. Thus this assumed relationship 
could be stated in hypothetical form as follows: 
General hypochesis 1 : There will be a relationship between 
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a manager's attitudes and his management behavior (or 
•)V 
performance ). 
Since there are five types of management behavior, as previously 
stated, it appears logical and legitimate to derive the following five 
sub-general hypotheses. 
Sub-general hypothesis 1: There will be a relationship 
between a manager's attitudes and his management general 
planning and decision making performance. 
Sub-general hypothesis 2 :  There will be a relationship 
between a manager's attitudes and his management organizing 
and staffing performance. 
Sub-general hypothesis 3: There will be a relationship 
between a manager's attitudes and his management directing 
and leading performance. 
Sub-general hypothesis 4: There will be a relationship between 
a manager's attitudes and his management coordination and 
communication performance. 
Sub "general hyp!) thesis There will be a relationship 
between a manager's attitudes and his management controlling 
performance. 
As previously stated this study is dealing with the actual behavior 
of the manager. The term performance will be used to indicate the 
manager's actual behavior. 
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Studies relating the attitudes of managers to their management 
behavior (performance) are few. One reason offered by Himes (40) for 
this paucity of data has been the difficulty in determining individual 
managerial performance in any quantitative sense. Supervisory personnel 
have been studied using peer and superior ratings, but top management 
personnel have rarely been analyzed in the same manner. 
Altitudes in this study were synthesized from three broad areas--
general overviews of the value and atti tudinal orientation of American 
society, data pertaining to the existence of various values and attitudes 
in the rural segment of the American society, and attitudes usually 
associated with the "business world" with managers specifically. 
Each attitude will be defined as it was developed at this stage of the 
study. Because of the eclectic derivation of the various attitudes, 
rather than their deduction from an integrated value-attitude complex, 
each attitude dimension will be treated separately in conjunction with 
the evidence presented for its selection. 
Individual orientation toward profit 
Williams (96) , in a preliminary yet comprehensive overview of value 
themes in American society, delineated a theme which he called "material 
comfort" as a dominant value. Many writers have noted the prominent 
emphasis Americans place on material aspects of their world. "Acquisi­
tiveness," "prosperity," and success defined in economic terms are 
adjectives often used to describe America (96). "The enterprise creed" 
has been outlined by Brewster (13) as an important set of values in 
American life. He notes that at the core of this creed is the injunction 
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that "...the individual (or his immediate family) is and ought to be 
responsible for his own economic security throughout life" (13, p. 119). 
Supporting this placement of economic responsibility solely on the 
shoulders of the individual are several concurrent themes in the society. 
One of these is the stress on "individualism" which will be more fully 
discussed below. Here it should be noted, however, that the individual 
is held responsible for his own success or failures. The basis for any 
casual analysis of the events in the life of a person must ultimately 
focus on his actions. Concurrent with individual emphasis is the heavy 
stress on the economic aspect of success (96). Here it is noted that 
the acquisition of money was a handy symbol for the American in a 
society of high social mobility in which position basically depends upon 
occupational achievement. A third important force in this development 
is that provided by the moral worth that all work or activity took on 
in the development of the society (96). Often attributed to what has 
been called the Protestant Ethic; "works" or material success was 
interpreted as a sign of individual salvation. It then become obvious 
who was moral or good and Lu be thusly regarded one needed only to build 
a reputation for honesty and fair dealing while being economically fruit­
ful . 
These forces have combined to impart a high degree of motivation 
toward economic ends in certain sectors of the population. Notable among 
these sectors are managers whose primary goal so often stated is to maxi­
mize the profits of the business they manage. Although there is some 
controversy as to the exact nature of the goals of a business firm or 
association, however, it is clear in the present study that the goal of 
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the manager is to maximize the income of the individual members of the 
fanner cooperative. In order to do that he also must maximize the 
profits of his operation. There can be no doubt as to the existence of 
a wide diversity of adherence to the economic emphasis in the society. 
It will be assumed, therefore, that these forces have combined to pro­
duce differential motivation to people in various sectors of the popula­
tion , 
tVhen a value theme as dominant and diffuse as that of the primacy 
of economic ends is in this country, there will undoubtedly arise various 
interpretations of it or dimensions within it. Based on the preceeding 
discussion one might see that the manager would be expected to be 
oriented toward economic ends. The primary means a manager of a business 
has for achieving economic ends is through profit maximization of his 
business. Often, as was the case in nearly all of the dealers participat­
ing in this study, maximization of business profit does not immediately 
reward the manager. Rather, he is salaried and, though certain bonus 
plans tie a small percentage of his salary to the profits of the associa­
tion, most substantial increases come from a decision of the board of 
directors as a reward for performance. In many cases a salary review 
comes annually. It will therefore be assumed that the manager is quite 
directly rewarded for his ability to increase the profits of a business. 
An important attitude for a manager will thus be his attitude toward 
profit accumulation in his business. This attitude can be defined as 
the degree to which an individual's orientation is one of making profits 
for the business Lnrougn his manager i al position. Thus, one might derive 
also that the higher the manager's orientation toward making profits the 
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higher will be his management performance. Thus the following specific 
hypotheses could be derived. 
Specific hypothesis There will be a positive relationship 
between a manager's attitude toward making profits and his 
management general planning and decision making performance. 
Specific hypothesis There will be a positive relationship 
between a manager's attitude toward making profits and his 
management organizing and staffing performance. 
Specific hypothesis There will be a positive relation­
ship between a manager's attitude toward making profits 
and his management directing and leading performance. 
Specific hypothesis There will be a positive relationship 
between a manager's attitude toward making profits and his 
management coordination and communication performance. 
Specific hypothesis There will be a positive relationship 
between a manager's attitude toward making profits and his 
management- controlling performance. 
Individual ism 
One of the most dominant value themes in American society, explicitly 
delineated by numerous writers, is the idea of the supremacy of the 
individual. "...to be a person is to be independent, responsible, and 
self-respecting, thereby to be worthy of concern and respect in one's 
own right" (96, p. 463). While Williams (96) notes the diffuseness or 
this value in American Society in spite of repeated attacks in the form 
of more collective orientations. Warland (93) has pointed out the numerous 
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times the word "individualism" is used to describe the rural segment of 
the American society. Bernard (10), Landis (54), Taylor (90), and 
Hobbs (41) all stress the idea of individual self-reliance and self-
sufficiency. Also several writers have attested to the fact that there 
has been developed a norm of individualism whereby an individual not 
only attempts to be self-sufficient in most of his areas of life, but 
was expected to by his neighbors. Nurtured by physical isolation during 
frontier periods in American history and by associated aspects of the 
Protestant ethic, this attitude, often called "rugged individualism," 
is expressed in terms such as "go it alone," "not obligated to any man," 
able to stand alone," "Master of his fate," and the willingness to back 
up his decisions. This attitude will be defined as the degree to which 
a manager's attitude toward his cognitive world is one of active, 
aggressive, "rugged individualism." 
While a certain amount of teamwork is a necessary attribute in any 
business, management teamwork in the sense of tight control over the 
organization by several individuals is needed less in a farm supply 
business than in many other businesses. 
In a small business the relationship of the manager to one or two 
employees, though closer than in a larger firm, is still one of an 
employer-employee nature. The concept of teamwork by peers is not useful 
in this case. The general manager is in a controlling position by virtue 
of his knowledge of the capacity and day-to-day operation of the business 
and Ilia role of advisor to overall management. Baume1 and Fuller (7) 
in studying local agribusiness firms, focus on the role of the manager 
as the most influential position. Taking into account the information 
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from all levels of the business the manager makes decisions on the 
synthesis he brings out of the available material. To the extent that 
he perceives it necessary to develop his position independently of 
others in the system, or to express himself in terms of the ethic of 
individualism, he can be expected to make satisfactory decisions regard­
ing the daily operation of the entire business. This attitude is 
defined as the degree to which a manager's attitude toward his cognitive 
world is one of active, aggressive, "rugged individualism." Thus 
one might expect that the higher the manager's attitude toward individu­
alism the higher will be his management performance in terms of firm 
decisions and actions. Based on this discussion, the following specific 
hypotheses can be derived. 
Specific hypothesis 6^: There will be a positive relationship 
between a manager's attitude toward individualism and his 
management general planning and decision making performance. 
Specific hypothesis 7: There will be a positive relation­
ship between a manager's attitude toward individualism 
and his management organizing and staffing performance. 
Specific hypothesis There will be a positive relation­
ship between a manager's attitude toward individualism 
and his management directing and leading performance. 
Specific hypothesis 9_: There will be a positive relation­
ship between a manager's attitude toward individualism 
and his management coordination and communication performance. 
Specific hypothesis 10 : Tliere will be a positive relation­
ship between a manager's attitude toward individua]ism and 
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his -management controlling performance. 
Independence 
This attitude dimension is defined as the degree to which an 
individual wishes to remain independent of those around him, Tliis 
attitude dimension might appear as synonymous to individualism, however, 
they are two different dimensions of what one might call attitude toward 
independence in general. Attitude toward individualism is considered 
to bo the normative dimension of the general attitude toward independence. 
Here the individual's desire for self-reliance has led to the desire to 
be one's o\m boss, to manage one's own affairs and not to rely on others 
for help (93). Transferred to the setting of cooperative managers, 
this attitude comes directly into contrast with the idea of collective 
action. How a manager perceives the correct responses to members of 
his bureaucracy becomes a crucial attitudinal variable in the operation 
of his business. In cooperatives, more so than in any other farm 
supply or any other small retail business, the manager is affected not 
only by restrictions imposed by superiors and the ability of subordi­
nates, but also by comments from daily contact with member patrons as 
they are channeled through board members. 
The logic for the proposed relationship of this attitude to per­
formance of the role of manager is somewhat close to that presented 
under the previous paragraph heading for individualism. Based on that 
discussion the specific hypotheses are; 
Specific hypothesis 11 : There will be a positive relationship 
between a manager's attitude toward independence and his 
management general planning and decision making performance. 
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Specific hypothesis 12 : There will be a positive relationship 
between a manager's attitude toward independence and his 
management organizing and staffing performance. 
Specific hypothesis 13: There will be a positive relation­
ship between a manager's attitude toward independence and 
his management directing and leading performance. 
Specific hypothesis 14: There will be a positive relation­
ship between a manager's attitude toward independence and 
his management coordination and communication performance. 
Specific hypothesis 15 : There will be a positive relation­
ship between a manager's attitude toward independence and 
his management controlling performance. 
Management orientation 
Rural society has traditionally believed that man does not control 
what happens to him via external forces (40). Tliis fatalistic approach 
probably developed due to the high dependence of the farmer upon nature 
with little perceived mastery over it. In direct contrast to this 
has developed the concept of science which is "highly esteemed as a tool 
for controlling nature" (96, p. 454). There is no doubt that science 
as a value is highly regarded in American society (54). In this context, 
it is the scientific method or approach chat is of concern. Tliis repre­
sents an approach to problem solving and decision making which has 
found high esteem in business circles and is associated with oconomic 
rationality (42). 
The translation of the mastery-fatalistic dimension to the rural 
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cdoperaLivc setLing is quite direct. It becomes important whether the 
manager's attitude toward his own position is one of dependence upon 
external forces, in this case the market, the economy, the government 
and the farmer's situation, or whether it is one of mastery via efficient 
decision making based upon known facts and risk probability distributions. 
It is the case of whether the manager is oriented more toward the 
traditional rural attitudes or those of the business sector of society, 
a continuum characterized by the degree of presence or absence of 
mastery. This attitude, management orientation, is defined as the degree 
to which an individual feels he can influence the financial outcomes of 
the business through his managerial position. Tlius one would expect 
the higher the manager's management orientation the higher his manage­
ment performance as manager. Therefore one might expect a positive 
relation between a manager's management orientation and his management 
performance. Thus the following specific hypotheses could be derived. 
Specific hypothesis 16 : There will be a positive relationship 
between a manager's attitude toward his management position 
as differentiated along a continuum of mastery and hi s 
management general planning and decision making performance. 
Specific hypothesis 17: There will be a positive relationship 
between a manager's attitude toward his management position 
as differentiated along a continuum of mastery and his 
management organizing and staffing performance. 
Specific hypothesis 18 : There will be a positive relation­
ship between a manager's attitude toward his management 
position as differentiated along a continuum, of mastery and 
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his management directing and leading performance. 
Specific hypothesis 19 : There will be a positive relationship 
between a manager's attitude toward his management position 
as differentiated along a continuum of mastery and his 
management coordination and communication performance. 
Specific hypothesis 20: There will be a positive relationship 
between a manager's attitude toward his management position 
as differentiated along a continuum of mastery and his 
management controlling performance. 
Job definition 
Williams (96) has pointed out that numerous writers have observed 
an orientation of American people that can be described by a work or 
activity orientation. Americans place a great "emphasis upon work as 
an end in itself" (96, p. 423). Both Hobbs (41) and Williams (96) note 
that this emphasis perme'^rpd the agrarian sector of American society 
in a form in which physical work has been at the core of the emphasis. 
Again a sharp contrast is drawn, this time between the more cradilional 
emphasis on physical work and the analytical and rational character of 
the management process. As Hobbs (41) notes, most primary economics 
textbooks treat management as the key to economic success given tlie 
comparable and quite homogenous physical inputs including labor. The 
character of farm supply businesses is such that often a manager must 
help (physically) with certain operations, especially during rush 
seasons or in the absence of one man in a labor crew numbering as small 
as two or three. The manager's attitude toward the evaluation of 
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alternaLive uses of his time becomes an important variable influencing 
the outcomes of his decisions. 
As was discussed earlier, no uniform definition of management 
exists today, however most writers agree that it is primarily an ana­
lytical and rational process the outcomes of which are the making of 
decisions and their implementation. The character of this process is 
obviously quite mental in nature. Thus, the specific attitude which 
will be dealt with is defined as the degree to which a manager defines 
the managerial job in terms of positive, flexible control based on 
mental activity in the handling of people and other business resources 
(50) rather than in terms of physical work. This will be conceptu­
alized in terms of mental activity. 
The approach to behavioral prediction taken in this study is to 
delineate a set of normative expectations placed on a role and then to 
compare a form of actual behavior to the set of expectations. As noted 
before, students of management have defined it as a primarily analytical 
and rational process. Using this as a significant set of expectations 
at the general level, it can be postulated that managers who define 
their job in the same way can be expected to perform their role more 
adequately. Thus the following specific hypotheses could be derived. 
Specific hypothesis 21: There will be a positive relationship 
between a manager's definition of his job as differentiated 
along a continuum of mental activity and his management 
general planning and decision making performance. 
Specific hypothesis 22: There will be a positive relationship 
between a manager's definition of his job as differentiated 
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along a continuum of mental activity and his management 
organizing and staffing performance. 
Specific hypothesis 23: There will be a positive relationship 
between a manager's definition of his job as differentiated 
along a continuum of mental activity and his management 
directing and leading performance. 
Specific hypothesis 24: There will be a positive relation­
ship between a manager's definition of his job as differenti­
ated along a continuum of mental activity and his manage­
ment coordination and communication performance. 
Specific hypothesis 25: There will be a positive relationship 
between a manager's definition of his job as differentiated 
along a continuum of mental activity and his management con­
trolling performance, 
Vrogressivism 
A conservative approach to the world has often been pointed out as 
an attribute of rural America (93, 10, 54). Landis (54) feels this 
conservatism has grown out of several conditions such as the fact that 
tlic fanner works for himself, his returns even after much planning 
and waiting are quite uncertain, and he thus finds it advantageous to 
continue unhindered in traditional practices. War Land (93) and Mobbs 
(4l) specifically note the association of conservatism with traditional 
practices and policies and the lack of innovativeness in rural areas. 
In direct contrast to this has been what Williams has called the "cult 
of progress" (96, p, 431). This quite unrestricted optimism has led to 
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an almost unquestioning assumption that the new is better than the old. 
In the course of its development this value became associated with 
technological innovation and economic rationalization and concentration 
(96, p. 433). Progress thus justifies new technical innovations and has 
become associated with the application of science in any area of human 
endeavor. 
Tliese two contrasting orientations form polar ends of a continuum 
which has relevance to the performance of managers. ITie greater manage-
rial efficiency which has resulted from the application of techno logical 
innovations and rational approaches to problems underline the importance 
of evaluating, trying and being willing to adopt new methods of running 
one's business. This continuum of progressivism will be specifically 
defined as the extent to which an individual is oriented toward trying 
and accepting new ideas and practices in his business (40). 
Because of the rapid changes taking place in all sectors of society 
due to the implementation of economic, technological, and social innova­
tions and because changes are often, though not always, grounded to 
some degree in a mere analytical approach to a problem or an attempt to 
adapt to a set of conditions not present at an earlier time, these changes 
have often resulted in improved outcomes or advancement toward goals. 
The past association of science with innovation and the relative success 
of analytical decision-making in managerial roles provides an additional 
basis for postulating that the willingness to try and evaluate new 
practices in one's business will vary directly with the economic success 
and/or performance of that business. Thus the fol lowing specific 
hypotheses will be derived. 
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Specific hypo thesis 26 : There will be a positive, relation­
ship between a manager's attitude toward progressivism and 
his management general planning and decision making performance. 
Specific hypothesis 27: There will be a positive relation­
ship between a manager's attitude toward progressivism and his 
management organizing and staffing performance. 
Specific hypothesis 28 : There will be a positive relation­
ship between a manager's attitude toward progressivism and 
his management directing and leading performance. 
Specific hypothesis 29: There will be a positive relation­
ship between a manager's attitude toward progressivism and 
liis management coordination and communication performance. 
Specific hypothesis 30: There will be a positive relationship 
between a manager's attitude toward progressivism and his 
management controlling performance. 
Risk preference 
An attitudinal dimension of Importance in management theory is a 
manager's orientation to risk. In general, risk has been defined as the 
deliberate involvement of elements beyond the control of the individual 
to obtain given ends (93). Tliis must be distinguished from uncertainty 
which implies a complete lack of knowledge about the outcomes of an 
event. Risk involves a known set of probabilities with which the outcomes 
will fall (42). Here again, as in several attitudes just presented, a 
definite contrast exists in various traditions which may shape the atti­
tudes of any given manager. The first is the traditional rural aversion 
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Lo risk as delineated by several writers (42, 34, 93). The long wait 
Ix'fore any returns to a I'aniiinfj, operation are received, llie relative 
uncertainty of these returns, and the consequent attempts to reduce risk 
by using time honored methods have all contributed to the development 
ol; this attitude (93). The contrast is with the orientation toward 
risk which has been developed extensively in the modern business. This 
willingness to use risk is an example of the general orientation of the 
larger part of society to master the external world rather than submit 
to it. It has thus been associated with more analytical or scientific 
approaches to decision-making, innovativeness, and in general a more 
scientific view of the world. The specific attitude of concern, risk 
orientation, is defined as the degree to which an individual is willing 
or perceives it advantageous to involve elements beyond his control to 
attain economic ends (40). 
Hobbs (41) has provided an adequate rationale for the expectation 
of a positive relationship between orientation toward risk and economic 
returns to farm management. In the face of short run uncertainty, 
managers tend toward suboptimization of their decisions and profit by 
either compromising for fear his expectations are inaccurate or attempts 
to optimize and his expectations are, in fact, not fulfilled exactly 
(4l). In attempting to reduce this uncertainty, a manager may spend 
time beyond the point of adequate returns on this time in collecting 
information for the decision. There is also the tendency to reduce risk 
by not using all the capital available to liim and thus subojitimize his 
resources (41). j^jnong local cooperative managers, some degree of 
failli 1 iariiiation with tiie ideas and practices of the business world can 
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be assumed. The question arises as to whether the managers tend to err 
greater through conservation (risk aversion) or through extreme risk 
orientation. Due to the societal setting of this population and for the 
purposes of this analysis, it will be assumed that the errors tend to 
he conservative in nature and that, in spite of the probable existence 
of an optimal attitudinal level, orientation toward risk will be posited 
as being positively and linearly related to performance and outcome. 
Thus the following specific hypotheses are derived. 
Specific hypothesis 31 : There will be a positive relationship 
between a manager's attitude toward assuming risk and his 
management general planning and decision making performance. 
Spec i.f ic hypothesis 32 : There will be a positive relationship 
between a manager's attitude toward assuming risk and his 
management organizing and staffing performance. 
Specific hypothesis 33: There will be a positive relation­
ship between a manager's attitude toward assuming risk and 
his management directing and leading performance. 
Specific hypothesis 34 : Tliere wi 1 1 be a positive relationship 
between a manager's attitude toward assuming risk and his manage­
ment coordination and communication performance. 
Speci fic hypothesis 35 : There will be a positive relation­
ship between a manager's attitude toward assuming risk 
and his management controlling performance. 
Tradition 
In any management situation a concern of decision making and problem 
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solving is the optimum combination of levels of inputs. In a manage­
ment setting a manager could use the scientific approach as well as 
his own skills to solve management problems and in making major decisions 
concerning the business. However, some managers rely on traditional 
means in making decisions and in solving problems. In general it seems 
more logical and acceptable to follow the scientific method in manage­
ment which is based on facts and research in the field of management in 
order to be successful and achieve the goals of the business. This 
attitude dimension is defined as the degree to which a manager prefers 
traditional means of managing a business. Based on the above presenta­
tion one might expect negative relation between this attitude and 
management performance. In other words, the more a manager depends on 
traditional means of management the more he will be a poor manager. Thus 
the following specific hypotheses could be derived. 
Specific hypothesis 36 : There will be a negative relation­
ship between a manager's attitude toward traditional means 
of management and his management general planning and 
decision making performance. 
Specific hypothesis 37 : There will be a negative relation­
ship between a manager's attitude toward traditional means 
of management and his management organizing and staffing 
performance. 
Specific hypothesis 38: There will be a negative relation­
ship between a manager's attitude toward traditional means of 
management and his management directing and leading per fi:)rmauci;. 
Specific hypochesis 39: There will be a negative reiarionshin 
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between a manager's attitude toward traditional means of 
management and his management coordination and communica­
tion performance. 
Specific hypothesis 40 : There will be a negative relation­
ship between a manager's attitude toward traditional means 
of management and his management controlling performance, 
A summary of the hypothesized relationships between attitude dimen­
sions and types of management behavior (performance) is presented in 
Figure 5. The methods of measuring the concepts presented in the above 
liypotheses will be presented in the succeeding parts of this thesis. 
Knowledge 
As previously stated an individual's knowledge is defined as the 
information which helps him to set a context for the social phenomena to 
be more easily comprehended. In other words knowledge means possessing 
or being the possessor of information about anything. The individiipl 
must have knowledge to act in relation to both ends and means. 
What a manager of a farmer cooperative association knows depends 
upon what he had learned from various past experiences and learning 
opportunities. Also the manager knowledge level determines his rational 
ac tion. 
Early in this thesis the reiatioaship between knowledge and human 
behavior and in turn management behavior has been discussed on theoreti­
cal basis. Based on that theoretical approach and past research state­
ments of hypotheses pertaining to this variable the following general 
hypothesis is derived. 
Level of concept Independent variable Dependent variable 
Theoretical level 
Ordinary level 
Empirical level 
Attitudes 
y 
Human behavior 
Attitudes in management 
Setting 
1. Orientation toward profit 
2, Individualism 
3, Independence 
4. Management orientation 
5, Job definition 
6. Progressivism 
7. Risk preference 
8. Tradition 
i 
Management behavior 
i 
Types of management 
behavior 
1. General planning and 
decision making 
2. Organizing and 
staffing 
3. Directing and 
leading 
4. Coordination and 
communication 
5. Controlling 
Figure 5. Hypothesized relationships between attitudes and types of management behavior 
(performance) 
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General hypothesis 2 :  There will be a relationship between 
a manager's knowledge and his management behavior. 
Since there is five types of management behavior, thus one might 
derive the following sub-general hypotheses. 
Sub-general hypothesis There will be a relationship 
between a manager's knowledge and his management general 
planning and decision making performance. 
Sub-genera 1 hypothesis There will be a relationship 
between a manager's knowledge and his management 
organizing and staffing performance. 
Sub-general hypothesis There will be a relationship 
between a manager's knowledge and his management directing 
and leading performance. 
Sub-general hypothesis 9^; ïTiere will be a relationship 
between a manager's knowledge and his management coordination 
and communication performance. 
Sub-general hypothesis 10: There will be a reiacionshi [i 
between a manager's knowledge and his management couLrolliiïg 
performance. 
As stated before a manager's knowledge depends upon what he has 
learned from various formal learning opportunities and past relevant 
experiences. It has been stated also that knowledge level bears direct 
affect on the manager's action and decision making. 
However, for Lite purpose of this study a manager's knowledge vari­
ables have been categorized into three categories. These categories ore: 
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(1) formal learning opportunities variables 
(2) past relevant experiences variables 
(3) level of knowledge variables. 
Formal learning opportunities 
Formal learning opportunities are defined as those formal educa­
tional opportunities and/or training programs which provide and/or help 
the manager to better understand his role in a management setting. It 
is assumed that the more knowledge the manager has about his role in the 
association the more he becomes efficient in his work. Thus efficient 
management will lead to higher business efficiency. Formal learning 
opportunities variables include; 
(a) manager's years of formal education, 
(b) manager's years of vocational agriculture, 
(c) management training, 
(d) any specialized training in any of the major product 
lines of the cooperative association or any specialized 
training in management itself (i.e., workshops, short 
courses, conferences, etc.). 
Thus, it is expected that the more formal learning opportunities a 
manager had the more he will be able to handle management problems. 
Therefore, it is derived that a manager's formal learning opportunities 
will be positively related to his management performance. Thus the follow­
ing specific hypotheses will be derived. 
Specific hypothesis 41 : There will be a positive relationship 
between a manager's years of formal education and his manage-
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ment general planning and decision making performance. 
Specific hypothesis 42: There will be a positive relationship 
between a manager's years of formal education and his manage­
ment organizing and staffing performance. 
Specific hypothesis 43: There will be a positive relation­
ship between a manager's years of formal education and his 
management directing and leading performance. 
Specific hypothesis 44: There will be a positive relation­
ship between a manager's years of formal education and his 
management coordination and communication performance. 
Specific hypothesis 45: There will be a positive relationship 
between a manager's years of formal education and his manage­
ment controlling performance. 
Specific hypothesis 46 : There will be a positive relationship 
between a manager's years of vocational agriculture and his 
management general planning and decision making performance. 
Specific hypothesis 47 : There will be a positive relationship 
between a manager's years of vocational agriculture and his 
management organizing and staffing performance. 
Specific hypothesis 48: There will be a positive relationship 
between a manager's years of vocational agriculture and his 
management directing and leading performance. 
Specific hypothesis 49 : There will be a positive relationship 
between a manager's years of vocational agriculture and his 
management coordination and communication performance. 
Specific hypothesis 50: There will be a positive relationship 
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between a manager's years of vocational agriculture and 
his management controlling performance. 
Specific hypothesis 51 : There will be a positive relationship 
between a manager's amount of management training and his 
management general planning and decision making performance. 
Specific hypothesis 52: Therc; will be a positive relationship 
between a manager's amount of management training and his 
management organizing and staffing performance. 
Specific hypothesis 53: There will be a positive relationship 
between a manager's amount of management training and his 
management directing and leading performance. 
Specific hypothesis 54: There will be a positive relationship 
between a manager's amount of management training and his 
management coordination and communication performance. 
Specific hypothesis 55 : There will be a positive relationship 
between a manager's amount of management training and his 
management controlling performance. 
Specific hypothesis 56 : There will be a positive relationship 
between any specialized training the manager had and his 
management general planning and decisionmaking performance. 
Specific hypothesis 57 : There will be a positive relationship 
between any specialized training the manager had and his 
management organizing and staffing performance. 
Specific hypothesis 58 : There will be a positive relationship 
between any specialized training the manager had and his 
management directing and leading performance. 
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Specific hypothesis 59: There will be a positive relationship 
between any specialized training the manager had and his 
management coordination and communication performance. 
Spedf ic hy]3othesis 60 : There will be a positive relationship 
between any specialized training the manager had and his 
management controlling performance. 
1'as t rel evant experience 
Past relevant experience is that type of knowledge which is received 
by the manager through his working as well as his practical life. This 
type of knowledge may be assumed to increase the manager's management 
effectiveness i.n a management setting. Past relevant experience vari­
ables, in this study, are manager's management experience, manager's 
farm work experience, and manager's years as the manager of this farmer 
cooperative association. It is assimied that the more experience the 
mnnager b.ad in similar kind of work the more he wi.ll be nb I e to make 
intelligent decisions and to solve management problems. It is also 
assumed that in order to render better services Co the farmers who are 
members of the cooperative association, the manager should be familiar 
with farming as a business and farm operations. Tlius, it might be 
hypothesized that the more farm work experience the manager had the 
higher will be liis management performance. The last dimension of experi­
ence in this study is that of the manager's familiarity with the business 
he manages. It is assumed that the longer the manager stays in a busi­
ness the more familiar lie will become with it, therefore, he sliould be 
able to handle its management problems more effectively. On tb.e basis 
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of the above rational a manager's years as the manager of the business 
is expected to be positively related to his management performance. 
Thus the following specific hypotheses could be derived. 
Specific hypothesis 61 : There will be a positive relationship 
between a manager's amount of management experience and his 
management general planning and decision making performance. 
Specific hypothesis 62 : There will be a positive relationship 
between a manager's amount of management experience and his 
management organizing and staffing performance. 
Specific hypothesis 63: There will be a positive relationship 
between a manager's amount of management experience and his 
management directing and leading performance. 
Specific hypothesis 64: There will be a positive relationship 
between a manager's amount of management experience and his 
management coordination and communication performance. 
Specific hypothesis 65: There will be a positive relationship 
between a manager's amount of management experience and his 
management controlling performance. 
Specific hypothesis 66 : There will be a positive relationship 
between a manager's amount of farm work experience and his 
management general planning and decision making performance. 
Specific hypothesis 67 : There will be a positive relationship 
between a manager's amount of farm work experience and his 
management organizing and staffing performance. 
Specific hypothesis 58 : There will be a positive relal ionsliip 
between a manager's amount of farm work experience and his 
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management directing and leading performance. 
Specific hypothesis 69 : There will be a positive relationship 
between a manager's amount of farm work experience and his 
management coordination and communication performance. 
Specific hypothesis 70 : There will be a positive relationship 
between a manager's amount of farm work experience and his 
management controlling performance. 
Specific hypothesis 71 : There will be a positive relationship 
between a manager's years as the manager of the cooperative 
association and his management general planning and decision 
making performance. 
Specific hypothesis 72: There will be a positive relationship 
between a manager's years as the manager of the cooperative 
association and his management organizing and staffing 
performance. 
Specific hypothesis 73: There will be a positive relationship 
between a manager's years as the manager of the cooperative 
association and his management directing and leading 
performance. 
Specific hypothesis 74: There will be a positive relationship 
between a manager's years as the manager of the cooperative 
association and his management coordination and communication 
performance. 
Specific hypothesis 75 : There will be a positive relationship 
between a manager's years as the manager of the cooperative 
association and his management controlling uerformance. 
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Level of knowledge 
Level of knowledge in a specific area related to management is 
defined as the manager's technical competance in that area. This thesis 
is focused on manager's level of knowledge in three specific areas. 
These specific areas are: 
(1) Manager's level of chemical knowledge. 
(2) Manager's level of fertilizer knowledge. 
(3) Manager's level of economic knowledge. 
Chemical knowledge Knowledge about agricultural chemicals is 
defined as the manager's knowledge about the principles of agricultural 
chemicals and their use in farming operations. This knowledge includes 
basic principles of weed control and basic principles of insect control. 
The manager should be familiar with this product line. Usually the 
members as well as non-members customers of the farmer cooperative expect 
the manager to be a relevant source of information in regard to agri­
cultural chemicals. Therefore, it is assumed the higher the manager's 
level of chemical knowledge the higher will be his management performance. 
Thus the following hypotheses will be derived. 
Specific hypothesis 76 : There will be a positive relationship 
between a manager's level of chemical knowledge and his 
management general planning and decision making performance. 
Specific hypothesis 77 : There will be a positive relationship 
between a manager's level of chemical knowledge and his 
management organizing and staffing performance. 
Specific hypothesis 78 : There will be a positive relationship 
between a manager's level cf chcmical knowledge and his 
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management directing and leading performance. 
Specific hypothesis 79: There will be a positive relationship 
between a manager's level of chemical knowledge and his 
management coordination and communication performance. 
Speci t" Lc hypothesis 80 : There will be a positive relationship 
between a manager's level of chemical knowledge and his 
management controlling performance. 
Fertilizer knowledge Knowledge of fertilizer is defined as 
manager's knowledge of the agronomic and economic principles of fertilizer 
and fertilizer use in farming operations and his knowledge of the ferti­
lizer industry as it pertains to his business operations. Past research 
shows farmers expect fertilizer dealers to be a source of information 
and recommendations about fertilizer and fertilizer use. Therefore, the 
manager, as a fertilizer dealer, needs a thorough knowledge of fertilizer 
in order to adequately provide accurate information and make recommenda­
tions to farmer customers. Thus the following specific hypotheses will 
be derived. 
Specific hypothesis 81 : There will be a positive relationship 
between a manager's level of fertilizer knowledge and his manage­
ment general planning and decision making performance. 
Specific hypothesis 82: There will be a positive relationship 
between a manager's level of fertilizer knowledge and his 
management organizing and staffing performance. 
Speci fic hypothesis 83: There will be a positive relationship 
between a manager's level of fertilizer know!edge and !ils 
management directing and leading performance. 
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Specific hypothesis 84: There will be a positive relationship 
between a manager's level of fertilizer knowledge and his 
management coordination and communication performance. 
Specific hypothesis 85 : There will be a positive relationship 
between a manager's level of fertilizer knowledge and his 
management controlling performance. 
Economic knowledge Economic knowledge is defined in terms of: 
(1) finance knowledge 
(2) knowledge about money value 
(3) knowledge about profit building 
(4) knowledge about margin determination. 
Each of the above dimensions of economic knowledge have been con­
sidered vital to business management. 
F Lnance knowledge Finance knowledge is defined as knowledge 
about economic basis of financing the business. It involves the determi­
nation of where to use funds in the cooperative association. 
Knowledge about money value Knowledge about money value is 
defined as the manager's knowledge about the present purchasing power 
of money and its future purchasing power, this should lieip him in making 
accurate financing decisions which in turn should increase the efficiency 
of the business. 
Knowledge about profit buiIding Knowledge about profit 
building is defined as the manager's level of knowledge of business 
economic principles and ^echn^ques of profit building such as economics 
of agricultural marketing, production economics; etc. 
Knowledge abou t marg in determination Under the assumpcion 
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of profit maximization, it is assumed that the manager would have some 
rational means of deciding the margin they take on specific commodity 
lines and how this margin may be related to sales volume of the specific 
commodity and related commodities. The determination of margins is an 
area of responsibility for the manager. 
It is expected the more economic knowledge the manager has the 
better will be his performance as a imanager. Tlius the relationship is 
expected to be positive. Statements of the hypothesized relationships 
between the above defined dimensions of economic knowledge and manager's 
performance will be developed in the following part of this section. 
Specific hypothesis 86 : There will be a positive relationship 
between a manager's Level of finance knowledge and his 
management general planning and decision making performance. 
Specific hypothesis 87: There will be a positive relationship 
between a manager's level of finance knowledge and his manage­
ment organizing and staffing performance. 
Specific hypothesis 88: There will be a positive relationship 
between a manager's level of finance knowledge and In" s 
management directing and leading performance. 
Specific hypothesis 89: There will be a positive relationship 
between a manager's level of finance knowledge and his manage­
ment coordination and communication performance. 
Specific hypothesis 90: There will be a positive relationship 
between a manager's level of finance knowledge and his 
management controlling performance. 
Specific hypothesis 91: There will be a positive relationship 
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between a manager's level of knowledge about money value and 
his management general planning and decision making per­
formance . 
Specific hypothesis 92 : There will be a positive relationship 
between a manager's level of knowledge about money value and 
his management organizing and staffing performance. 
Specific hypothesis 93 : There will be a positive relationship 
between a manager's level of knowledge about money value and 
his management directing and leading performance. 
Specific hypothesis 94: There will be a positive relationship 
between a manager's level of knowledge about money value and 
his management coordination and communication performance. 
Specific hypothesis 95 : There will be a positive relationship 
between a manager's level of knowledge about money value and 
his management controlling performance. 
Specific hypothesis 96 : There will be a positive relationship 
between a manager's level of knowledge about profit building 
and his management general planning and decision making 
performance. 
Specific hypothesis 97 : There will be a positive relationship 
between a manager's level of knowledge about profit building 
and his management organizing and staffing performance. 
Specific hypothesis 98 : There will be a positive relationship 
between a manager's level of knowledge about profit building 
and his management directing and leading performance. 
Specific hypothesis 99: There will be a positive relationship 
between a manager's level of knowledge about profit building 
and his management coordination and communication performance. 
Specific hypothesis 100 : There will be a positive relationship 
between a manager's level of knowledge about profit building 
and his management controlling performance. 
Specific hypothesis 101 : There will be a positive relationship 
between a manager's level of knowledge about margin determina­
tion and his management general planning and decision making 
performance. 
Specific hypothesis 102: There will be a positive relationship 
between a manager's level of knowledge about margin determination 
and his management organizing and staffing performance. 
Specific hypothesis 103 : There will be a positive relationship 
between a manager's level of knowledge about margin determina­
tion and his management directing and leading performance. 
Specific hypo thesis 104 : There will be a positive relationship 
between a manager's level of knowledge about margin determina­
tion and his management coordination and communication 
performance. 
Specific hypothesis 105 : There will be a positive relationship 
between a manager's level of knowledge about margin determination 
and his management controlling performance. 
A summary of the hypothesized relationships between a manager's 
knowledge variables and his management performance is presented in 
Figure 6. 
Level of concept 
Theoretical level 
Ordinary level 
Independent variable 
Knowledge 
Manager's knowledge 
in management setting 
1. Learning opportunities variables 
2. Past relevant experiences 
variables 
3. Level of knowledge variables 
Dependent variable 
> Human behavior 
i 
Management 
—> behavior 
Types of management behavior 
1. General planning and 
decision making 
2. Organizing and tn 
staffing 
3. Directing and leading 
4. Coordination and 
communication 
5. Controlling 
Figure 6. Hypothesized relationships between knowledge variables and types of management 
behavior 
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Job Satisfaction 
As stated before the term satisfaction refers to a state of mind 
of a person. Satisfaction emerges from an individual's feelings and 
thoughts. Thus one should expect to find some relationship between a 
person's internal state of satisfaction and his behavior. 
Job satisfaction is defined as the degree to which an individual 
is satisfied with rewards accruing to him from the performance of his 
role. 
Based on the previous theoretical discussion and logical derivation 
the following hypotheses are derived. 
General hypo thesis There will be a relationship between a 
manager's job satisfaction and his management behavior. 
As stated before there are five types of management behavior. 
Thus the following specific hypotheses are derived. 
Specific hypothesis 106 : There will be a positive relationship 
between a manager's job satisfaction and his management general 
planning and decision making performance. 
Specific hypochesia 107: There will be a positive relationship 
between a manager's job satisfaction and his management 
organizing and staffing performance. 
Specific hypothesis 108: There will be a positive relationship 
between a manager's job satisfaction and his management 
directing and leading performance. 
Specific hypothesis 109: There will be a positive relationship 
between a manager's job satisfaction and his management 
coordination and communication performance. 
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Specific hypo thesis 110: There will be a positive relationship 
between a manager's job satisfaction and his management 
controlling performance. 
A summary of the hypothesized relationships between a manager's job 
satisfaction and types of management behavior is presented in Figure 7. 
Situational Variables 
As stated before situational variables is an important group or 
cluster of variables which have some affect on the individual behavior or 
action, Tliis thesis, as previously stated, deals only with two types of 
situational variables. These situational variables are sources of informa­
tion and competition. From the previous theoretical discussion and past 
research it is derived that sources of information should have some 
affect on the individual knowledge and in turn on his behavior. Also, 
his perception of competition in the situation should affect his course 
of action. Thus hypotheses pertaining to the relationships between the 
two groups of situational variables and management behavior will be 
derived. 
General Hypothesis 4: There will be a relationship between 
a manager's sources of information and his management 
behavior. 
There are two types of sources of information used in this study. 
The two types are sources of management information and sources of 
products information. 
Level of concept Independent variable Dependent variable 
Theoretical level 
Ordinary level 
Bnipirlcal level 
Satisfaction 
Job satisfaction 
1 
Manager's job satisfaction 
—» Human behavior 
I 
-5» Management behavior 
] 
Types of 
Management behavior 
1. General planning and decision 
making 
2. Organizing and staffing 
3. Directing and leading 
4. Coordination and communication 
5. Controlling 
Figure 7. Hypothesized relationships between job satisfaction and types of management 
behavior 
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Sources of management information 
Sources of management information are defined as those sources of 
information which provide the manager with information about modem 
management and its methods. 
Sources of produc ts information 
Sources of products information are defined as those sources of 
information which provide the manager with information about products in 
the market and their uses. 
Since there are five types of management behavior, the following 
specific hypotheses are derived. 
Specific hypothesis 111 : There will be a positive relationship 
between a manager's number of sources of management informa­
tion and his management general planning and decision making 
performance. 
Specific hypochesis 112: There will be a positive relaticnchip 
between a manager's number of sources of management information 
and his management organizing and staffing performance. 
Specific hypothesis 113: There will be a positive relationship 
between a manager's number of sources of management informa­
tion and his management directing and leading performance. 
Specific hypothesis 114: There will be a positive relationship 
between a manager's number of sources of management information 
and his management coordination and communication performance. 
Specif ic hypothesis 115 : There will be a positive relationship 
between a manager's number of sources of management informa-
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tion and his management controlling performance. 
Specific hypothesis 116 : There will be a positive relationship 
between a manager's number of sources of products information 
and his management general planning and decision making 
performance. 
Specific hypo thesis 117: There will be a positive relationship 
between a manager's number of sources of products information 
and his management organizing and staffing performance. 
Specific hypothesis 118 : There will be a positive relationship 
between a manager's number of sources of products information 
and his management directing and leading performance. 
Specific hypothesis 119 : There will be a positive relationship 
between a manager's number of sources of products information 
and his management coordination and communication performance. 
Specific hypothesis 120: There will be a positive relationship 
between a manager's number of sources of products information 
and his management controlling performance. 
Another environmental or situational factor which could be closely 
related to management performance is the competitive situation in which 
the association operates. 
The total demand facing the association is restricted by the size of 
the market areas serviced by the association. Moreover, the individual 
association share of this total market further may depend on the number, 
location, and aggressiveness of the competitors operating in the market. 
Based on previous theoretical presentation and the above discussion, one 
might expect competition to be reiaced to management behavior. 
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General hypothesis _5: There will be a relationship between 
competition in the market areas serviced by the association 
and the managers of the association management behavior. 
Since there are five types of management behavior the following 
sub-general hypotheses could be derived. 
Sub-general hypo thesis 11 : There will be a relationship between 
competition in the market areas serviced by the association 
and the managers of the association management general 
planning and decision making performance. 
Sub-general hypothesis 12: There will be a relationship 
between competition in the market areas serviced by the 
association and the managers of the association management 
organizing and staffing performance. 
Sub-general hypothesis 13: There will be a relationship 
between competition in the market areas serviced by the 
association and the managers of the association management 
directing and leading performance. 
Sub-general hypothesis 14 : There will be a relationshi p 
between competition in the market areas serviced by the 
association and the managers of the association management 
coordination and communication performance. 
Sub-general hypothesis 15: There will be a relationship 
between competition in the market areas serviced by the 
association and the managers of the association management 
controlling performance. 
For the purposes of this study competition variable:; have been 
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categorized into four categories. These categories are as follows: 
(1) Number of similar businesses, 
(2) Competition rate. 
(3) The restrictions of the competitive situation. 
(4) Success in competition. 
Number of siml1ar businesses 
Number of similar businesses with similar major product lines operat­
ing in the trade area should affect the market in the trade area. They 
will be competing for the market with a given association, this should 
in turn put pressure on the manager to manage well and affect his 
behavior in general and management processes in particular. Thus one 
might expect the number of similar businesses in the trade area to be 
positively related to management performance. 
Specific hypothesis 121 : There will be a positive relationship 
between the number of similar businesses in the market areas 
serviced by the association and the managers of the associa­
tion management general planning and decision making 
performance. 
Specific hypothesis 122T h e r e  will  b e  a  pos i t i v e  r e l a t i o n s h i p  
between the number of similar businesses in the market areas 
serviced by the association and the managers of the associa­
tion management organizing and staffing performance. 
Specific hypothesis 123 : There will be a positive relationship 
between the number of similar businesses in the market areas 
serviced by the association and the managers of the association 
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management directing and leading performance. 
Specific hypothesis 124: There will be a positive relationship 
between the number of similar businesses in the market areas 
serviced by the association and the managers of the associa­
tion management coordination and communication performance. 
Specific hypothesis 125: There will be a positive relationship 
between the number of similar businesses in the market areas 
serviced by the association and the managers of the associa­
tion management controlling performance. 
Competi tion rate 
Competition rate is defined as the rate of interaction which in­
volves a struggle for goals, which are scarce or are believed to be 
scarce, as perceived by the manager. Tlius one might expect competition 
rate as perceived by the manager of an association to be positively 
related to his management performance. 
Specific hypothesis 126 : There will be a positive relationship 
between a manager's perception of competition rate and his 
management general planning and decision making performance. 
Specific hypothesis 127 : There will be a positive relationship 
between a manager's perception of competition rate and his 
management organizing and staffing performance. 
Specific hypothesis 128 : There will be a positive relationship 
between a manager's perception of competition rate and his 
management directing and leading performance. 
Specific hypothesis 129 : There will be a positive relationship 
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between a manager's perception of competition rate and his 
management coordination and communication performance. 
Specific hypothesis 130 : There will be a positive relationship 
between a manager's perception of competition rate and his 
management controlling performance. 
The res trie tions of the competitive situation 
Restrictions of the competitive situation is the degree to which 
competition, as perceived by the manager, impose restrictions on the 
ability of the manager to be successful. Thus one might expect the 
restrictions of the competitive situation to be positively related to 
management performance based on the assumption that as the restrictions 
of the competitive situation gets higher the manager tends to improve hi 
management performance so the association could compete in the competi­
tive situation. 
Based on the pievious theoretical discussion and the above nresenta 
tion the following specific hypotheses are derived. 
Specific hypothesis 131: There will be a positive relationship 
between a manager's perception of the restrictions of the 
competitive situation and his management general planning 
and decision making performance. 
Specific hypothesis 132 : There will be a positive relationship 
between a manager's perception of the restrictions of the 
competitive situation and his management organizing and 
staffing performance. 
Snecific hvuothesis 133: There will be a positive relationship 
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between a manager's perception of the restrictions of the 
competitive situation and his management directing and 
leading performance. 
Specific hypothesis 134: There will be a positive relationship 
between a manager's perception of the restrictions of the 
competitive situation and his management coordination and 
communication performance. 
Specific hypothesis 135: There will be a positive relationship 
between a manager's perception of the restrictions of the 
competitive situation and his management controlling 
performance. 
Success in competition 
Success in competition is the degree of a manager's perception of 
his association success in the competitive situation. One might expect 
siiccess in compétition to be positively related to management per­
formance, based on the assumption that a manager's perception of success 
will motivate him to improve his management performance which in turn 
will partially lead to his association success. Thus the following 
hypotheses are developed. 
Specific hypothesis 136 : There will be a positive relationship 
between a manager's perception of success in competition and 
his management general planning and decision making performance. 
Specific hypothesis 137 : There will be a positive relationship 
between a manager's perception of success in competition and 
his management organizing and staffing performance. 
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Specific hypothesis 138: There will be a positive relationship 
between a manager's perception of success in competition and 
his management directing and leading performance. 
Specific hypothesis 139 : There will be a positive relationship 
between a manager's perception of success in competition and 
his management coordination and communication performance. 
Specific hypothesis 140 : There will be a positive relationship 
between a manager's perception of success in competition and 
his management controlling performance. 
A summary of the hypothesized relationships between the situational 
variables and types of management behavior is presented in Figure 8. 
Output of Behavior Practices 
Management, as previously stated, is more important today than it 
has been in the past due to the large and complex systems of business 
organizations as well as market systems. It is one of the most important 
limiting factors in the process of growth and expansion of business 
enterprises in the United States. Management behavior is focused on 
the proper allocation of resources of the association and increase in 
its efficiency and performance. Thus one might derive that management 
behavior (or management behavior practices) will be related to the 
efficiency of the firm and/or the association and in turn to its economic 
performance and/or success. Thus the following hypotheses could be 
derived. 
General hypothesis 16: There will be a relacionship between a 
manager's management behavior practices and the efficiency 
Level of concept Independent variable Dependent variable 
Theoretical level 
Sub-theoretical 
level 
Ordinary level 
Situational variables 
(A) Sources of information 
Human behavior 
(B) Competition 
i 
A-1 Management sources of information 
A-2 Product sources of information 
B-1 Number of similar businesses 
B-2 Competition rate 
B-3 The restrictions of the 
competitive situation 
B-4 Success in competition 
i 
Management Behavior 
Types of 
management behavior 
1. General planning and 
decision making 
2. Organizing and staffing 
3. Directing and leading 
4. Coordination and 
communication 
5. Controlling 
Figure 8. Hypothesized relationships between the situational variables and types of 
management behavior 
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of the business firm or association. 
Since this study is focused on farmer cooperatives with relatively 
high volume of fertilizer sales , it is perceived that the amount of 
fertilizer sales could be used as an indicator of the efficiency of the 
association and the degree of service rendered by the association to its 
clients. Thus one might expect the higher the manager's management 
performance the higher will be the amount of fertilizer sales of the 
cooperative due to the better functioning of the association. Thus 
one might expect the above relation to be positive. On the basis of the 
theoretical discussion and the above presentation the following hypotheses 
are developed. 
Specific hypothesis 141 : There will be a positive relationship 
between a manager's management general planning and decision 
making performance and amount of fertilizer sales of the 
farmer cooperative association. 
Specific hypothesis 142: There will be a positive relationship 
between a manager's management organizing and staffing 
performance and amount of fertilizer sales of the farmer coopera­
tive association. 
Specific hypothesis 143 : There will be a positive relationship 
between a manager's management directing and leading per­
formance and amount of fertilizer sales of the farmer 
Vr 
Coopertives used in this siudy and amount of fc-rtilizr-r sales will 
be discussed in more detail in the Methodology chapter. It is recognized 
that the amount ot fertilizer sales is not the best measure of efficiency, 
however J it has been used as an indicator of efficiency in this case 
due to the limitations of this study. 
166 
cooperative association. 
Specific hypothesis 144: There will be a positive relationship 
between a manager's management coordination and communication 
performance and amount of fertilizer sales of the farmer 
cooperative association. 
Specific hypothesis 145 : There will be a positive relationship 
between a manager's management controlling performance and 
amount of fertilizer sales of the farmer cooperative 
association. 
Cost per dollar sales is quite often used by managers and top 
executives to evaluate the efficiency of the firm or the association. 
One might expect that effective management will decrease the cost per 
dollar of sales of the association. Also one might expect the higher 
the manager's management performance the more efficient the association 
and in turn the cost per dollar will decrease. Thus one might expect 
a negative relationship between management performance and cost per 
dollar sales. Based on previous theoretical discussion and the above 
presentation the following hypotheses were developed. 
Specific hypothesis 146 : There will be a negative relationship 
between a manager's management general planning and decision 
making performance and cost per dollar sales in the farmer 
cooperative association. 
Specific hypothesis 147 : There will be a negative relationship 
between a manager's management organizing and staffing per­
formance and cost per dollar sales in the farmer cooperative 
association. 
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Specific hypothesis 148 : There will be a negative relationship 
between a manager's management directing and leading per­
formance and cost per dollar sales in the farmer cooperative 
association. 
Specific hypothesis 149 : There will be a negative relationship 
between a manager's management coordination and communication 
performance and cost per dollar sales in the farmer coopera­
tive association. 
Specific hypothesis 150 : There will be a negative relationship 
between a manager's management controlling performance and 
cost per dollar sales in the farmer cooperative association. 
As stated before increasing the efficiency of the firm or the associa­
tion through management behavior practices should bring relative economic 
success. Since this study is focused on management behavior in the 
farmer cooperative association it is more logical to use average net 
operating revenue as an indicator of relative economic success in the 
farmer cooperative association. In summary, management behavior prac­
tices are expected to increase the efficiency of the association and in 
turn relative economic success of the farmer cooperative association. 
Thus the following hypotheses are derived. 
General hypothesis Ij- There will be a relationship between a 
The author is aware that there are other variables which could 
be used as indicators for economic success in the farmer cooperative 
association. However, the above presentation has been bounded by the 
available data. 
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manager's management behavior practices and relative 
economic success of the business firm or association. 
Specific hypothesis 151 : There will be a positive relationship 
between a manager's management general planning and decision 
making performance and average net operating revenue of 
the farmer cooperative association. 
Specific hypothesis 152: There will be a positive relationship 
bntween a manager's management organizing and staffing per­
formance and average net operating revenue of the farmer 
cooperative association. 
Specific hypothesis 153: There will be a positive relationship 
between a manager's management directing and leading per­
formance £ind average net operating revenue of the farmer 
cooperative association. 
Specific hypothesis 154: There will be a positive relationship 
between a manager's management coordination and comnunication 
performance and average net operating revenue of the famier 
cooperative association. 
Specific hypo thesis 155 : There will be a positive relationship 
between a manager's management controlling performance and 
average net operating revenue of the farmer cooperative 
association. 
A summary of the above hypothesized relationships is presented in 
igure 9. 
Mc.nagement behavior practices ) Output of behavior ^ Relative economic 
success of the practices 
association 
Types of 
Average net 5»(A) Amount of fertilizer 
sales 
management behavior 
operating revenue 
1. General planning and 
decision making 
XB) Cost per dollar 
sales 
2. Organizing and staffing 
Directing and leading 
Coordination and 
communication 
5. Controlling 
Figure 9, Hypothesized relationships between types of management behavior and output 
of behavior practices and relative economic success of the farmer cooperative 
association 
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Multiple Relationships 
All of the preceding hypotheses have been stated as first order 
relationships. However, one of the major objectives of this study, as 
previously stated, is to develop an overall analytical model for human 
behavior in general and management behavior in particular. This model 
will be used as an instrument for predicting human behavior, the output 
of human behavior practices and the consequences of the output of human 
behavior practices. The elements of the model are considered to be 
parts of an interactive system, each having an identifiable affect, but 
having their influence in combination with the other elements. Thus 
the following hypotheses are derived. 
General hypothesis There will be a relationship between 
a manager's selected personal variables, selected situational 
variables and his management behavior. 
General hypothesis 9^: There will be a relationship between 
a manager's selected personal variables, selected situational 
variables, his management behavior practices (performance) 
and the efficiency of the association which he manages. 
Vc 
General hypothesis 10 : There will be a relationship between 
a manager's selected individual characteristics, selected situa­
tional variables, his management behavior practices (performance), 
the efficiency of the association which he manages and the 
economic success and/or performance of that association. 
i: 
General hypothesis 10 is a verbal expression of Equation J1 of 
the analytical model presented in the Theoretical Orientations chapter. 
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METHODOLOGY 
The focus of discussion in this chapter will be threefold. First, 
the methods, procedures, and instruments used in the collection of the 
data will be described. Second, empirical measures will be developed 
for each concept used in the derivation of the hypotheses. And third, 
methods used in the analysis of the data will be presented. The 
empirical hypotheses using the measures developed in this chapter will 
be stated in the Findings chapter as will the results of the statistical 
tests. 
Data Collection 
Sample selection and characteristics 
The respondents for this study were a sample of general managers of 
Iowa farmer cooperatives randomly selected from a list comprising the 
entire population. The population list was compiled from two sources. 
The 1965 directory of the Farmers Grain Dealers Association provided the 
basic listing of cooperatives which included the major product lines 
handled by each business as well as the name of the present manager. 
This list was supplemented from the records of the Iowa Institute of 
Cooperation. Much overlap was found and it was decided that not enough 
business would be added to warrant the time and expense needed to check 
independent dealerships of the major regional cooperatives in Iowa. 
It should be noted that all branches of individual cooperatives were 
•ïV 
Tlie above description of the sample has been talcen from Rimes (40). 
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excluded. In addition to the theoretical problems created by their 
inclusion, measures would have had to be developed to determine the 
increased restrictions under which the branch managers operate and thus 
compensate for this variance. 
Because of the background of this project and the position of 
previous research it was decided that the cooperatives included in this 
study would have to sell fertilizer as one of their product lines. The 
above procedure, using the available records, resulted in a list of 342 
dealerships, nearly all of which were selling some fertilizer. A 
criterion volume level of $15,000.00 of fertilizer sold during the last 
completed fiscal year for each business was set as the acceptable level. 
Letters were sent to each manager requesting an estimation of the size 
of his fertilizer department during his last completed fiscal year. Six 
categories were presented to the manager which were subsequently dicoto-
mized into groups over and under the criterion level. Of 342 letters 
sent, 281 or an 82.5% response was received. The response to a reminder 
letner brought the total response to 332 or 97.1% including one response 
with inadequate information. Tiie eleven remaining dealerships were 
phoned. The above procedure netted a useable population, of 305 managers 
of cooperatives in Iowa. 
A second criterion was used in drawing a sample from the population 
of general managers. In order that economic measures would reflect 
the policies and practices of each respondent, it was felt that each 
manager should he required to have held his present position for at least 
one fiscal year. Due to the varying fiscal years among Che businesses, 
a minimum period of eighteen months was settled upon as the second 
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criterion. The population was reduced by about 20% and a random selection 
of 100 managers and a substitute list was then finalized. During inter­
viewing of the sample four substitutes were used for two managers who 
refused and two who did not meet the second criterion. Subsequent 
delays during the last stages of interviewing wherein schedules were not 
immediately forthcoming and at a time when substitutions could not be 
made reduced the sample size for the initial analysis to 91. The 
analysis of the attitude data was performed on these 91 respondents. 
During the time required to analyze the attitude data and to prepare the 
other variables for analysis seven additional schedules were completed 
and returned. All other variables were thus analyzed on 98 respondents. 
Data from the seven schedules were added to the attitudinal data and the 
final correlation analysis and regression analysis were performed on 
98 respondents. Some characteristics of the sample are summarized in 
Table 4. The range on each of the variables is considerable, however, 
the limitations and possible sample bias introduced by the sampling pro­
cedure should be kept in mind. 
Field instruments and procedures 
The data were collected for the pretest of this study during the 
months of July and August of 1966. The procedures employed were those 
of the survey technique using both an interview schedule and a question­
naire. The interviewing was carried out in three phases in order to 
minimize the amount of time asked of a respondent at any one time. The 
interviewing was carried out by graduate students and trained inter­
viewers . 
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Table 4. Characteristics of the sample^ 
Sample 
Characteristics Range Average 
Standard 
deviation 
Age of the manager 1966 29-68 45.32 10.26 
Education of the manager 8-16 12.70 1.85 
Years of vocational 
agriculture 0-6 2.23 1.68 
Management experience 3-48 15.68 9.75 
Management training 0-7 2.51 1.94 
Years as manager in 
present position 2-39 11.77 8.01 
Number of employees 2-60 13.05 11.14 
Average net commodity 
Sales 1964-1965 
Average net operating 
profit 1964-1965 
$226,000-
$10,869,000 
$22,130-
$251,660 
$1,796,500 
$40,440 
$1,458,800 
$50,930 
= 98 .  
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The project was undertaken in conjunction with the department of 
Agricultural Economics at Iowa State University in close cooperation 
with Dr. C, Philip Baume1. The financial data of concern were gathered 
as part of the first interview schedule. This schedule also pertained 
to goals the manager may have in the operation of his business. Upon 
the completion of the schedule, the respondents were given the question­
naire to fill out and return by mail. The respondent was given the 
instructions for responding to the items and was told that a second 
interviewer would arrive in several days to pick up the questionnaire 
if it had not yet been mailed and to administer the second schedule to 
complete the interviewing process. The second phase of the interview 
was the completion of the questionnaire which contained various personal­
ity instruments including 161 attitude statements. The third phase 
consisted of the administration of the second schedule. Included in the 
second schedule were questions relating to the respondent's performance 
of his job, job satisfaction, perceptions of his social environment, 
and personal data. 
The questionnaire of phase two and the schedule of phase three were 
developed by the project leaders, Drs. George M. Beal, Joe M. Boh]en, 
and Richard D. Warren, with the assistance of graduate assistants Dan 
Himes and David Duncan. The pretest was conceived as an exploratory 
study and thus as the means for making more concise the somewhat lengthy 
schedule and questionnaire. The development of the specific scales and 
indices of concern in this analysis will be discussed in the following 
section. 
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Concept Operationalization 
The discussion in this section will focus on the means whereby 
the empirical measures of each of the concepts used was developed. 
In the attempt to test a theoretical hypothesis with empirical 
data, one of the most critical problems is that of establishing the 
necessary relationship between the empirical measure and the thing 
measured (the concept) (40). The type of validity that will be employed 
in this study will emphasize the logical aspect of validity assumed by 
the terms construct or internal validity or epistemic correlation (40). 
Epistemic correlation is the degree to which the indicator corresponds 
to the theoretical definition (93). 
Management behavior measures 
Having developed the typology of management behavior in the theo­
retical orientations section the discussion will focus here on the 
measurements of those behavioral types. In this section the task is to 
measure the actual behavior of che manager on each of the previously 
mentioned types. To measure the actual behavior (performance) of the 
manager on each of the types (functions) of management scale or index 
has been constructed. A total of four scales and one index have been 
constructed. The procedure will be adopted here is to discuss the 
overall procedure and criteria used in establishing these scales and/or 
indicies and then present each scale or index and discuss it separately. 
The general procedure followed is based upon the work of Edwards (26), 
Himes (40), Warland (93), Hobbs (41), and with specific guidance being 
provided by the comments and suggestions of Dr. Richard Warren, Department 
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of Statistics, Iowa State University. 
The initial step of scale or index construction consisted of the 
preparation of a set of questions or items which were believed to 
reflect the range of management behavior types under consideration. The 
source of the initial set of questions and its possible responses in­
cluded conceptual derivations from previous research, inferences from 
the literature, and suggestions of the project leaders. Tlie number of 
questions developed for each scale or index depended primarily upon the 
scope of the general management function involved. 
This group of questions was administered to a sample of 98 managers 
of Iowa farmer cooperatives. To obtain these data, the managers were 
asked to respond to each question. 
After the collection of these data, the questions or the items were 
arranged by three judges^ into the five previously constructed types of 
management behavior for easy reference. Each individual response was 
scored and coded in preparation for analysis on standard IBM equipment. 
Two methods of scoring have been used in transforming the data into a 
form accepcable to sLaLisLical analysis. First, by grouping the 
responses into categories and score them on the basis of the theoretical 
definition of each type of management behavior and the degree of their 
closeness to the definition. For example the following question has 
been asked. 
JL 
"The judges were Drs. George M. Seal and Richard D. Warren of the 
Department of Sociology. Towa State University and the author. 
178 
What type of job descriptions do you have for each 
employee position in your business? 
The responses to this question were grouped and coded as follows; 
Code 
1 do not write job descriptions 
2 liave verbal job descriptions for all employees 
3 have written job descriptions for supervisory 
employees only 
4 have written job descriptions for all employees 
It is perceived that the last category is the most appropriate one 
thus the highest score has been assigned to it. In some other cases where 
the response is yes or no, an arbitrary assignment of score 1 to a No 
response and score 2 to a Yes response has been used. Second, scoring 
by using the certainty method as described by Himes (40). For each 
of 98 responses to each question, several judges were asked to indicate 
Lheii feeliugs on the adequacy of the response in leading to successful 
performance of the previously specified functions. The complete set 
of instructions for one question used in the analysis follows: 
On the following pages are the responses made by general 
managers of Iowa Farmer Cooperatives to the question: "What 
are the major factors you take into consideration in deciding 
(or in making recommendations to your board) to add or to 
drop existing lines of business or reorganizing your 
business to place greater emphasis on a given line?" 
It is assumed that you have or will formulate a standard 
of managerial performance which would enable you to differ­
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entiate adequate performance from Inadequate performance. 
The adequacy of performance is to be considered in terms 
of its leading to successful decision making regarding 
adding, dropping, or reorganizing existing lines of the 
business. Read the response of each manager and from a 
judgment as to whether his methods and techniques (his 
performance) in this area are adequate or inadequate. Compare 
your judgment for each general manager with your standard. 
If you believe that the response given by the manager indicates 
his procedures most certainly would lead to highly adequate 
performance of the function indicated by the question, place 
a 22 by the individual's response. On the other hand, if 
you believe that the response given by the manager indicates 
his procedures most certainly would lead to highly inadequate 
performance of the function indicated, place a 1 by the 
individual's response. The continuum with which you are 
working is one of certainty. The more certain you are that 
a response indicates a. manager's procedures are on the adequate 
performance side of the midpoint (50), the greater the number 
you assign to the response. The more certain you are a 
response indicates a manager's procedures are on the inadequate 
performance side of the midpoint, the smaller the number you 
assign to the response. A score of 50 indicates you cannot 
decide. Feel free to use any number from 1 to 99 that best 
expresses your belief. 
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Most 
certainly 
Most 
certainly 
1 10 20 30 40 
Would lead to 
highly inadequate 
performance 
50 60 70 80 90 99 
Undecided Would lead 
to highly 
adequate 
per­
formance 
Responses to each question were presented to the judges in a completely 
random order to prevent response set and to insure anonymity. The 
t'.ieurctical basis of the method suggests the proper transformation of 
the scores to be that of the normal deviate (Z). In this case 99 was 
coded as +2,326, 75 as +0.674, 50 as 0.000, 25 as -0.674, and 01 as 
-2.326 (20). The mean was then determined for each respondent on each 
question from the coded scores. The averaged scores are the data used 
in the analysis of the items and the development of the scales and the 
indicies. The certainty method was selected for use on a part of these 
data because of the applicability of some of the questions tn certainty 
scoring and its maximum use of the available data. 
In developing management behavior scales and/or indices, it should 
be pointed out that an objective in scale development is the development 
of unidimensional scales or dimensions. 
In this study it is recognized that theory cannot alone be accurate 
enough to define and construct a scale; it can only suggest relation­
ships which must be empirically verified. Also with the same approach 
past research or empirical evidaiice cannot alone be accurate enough to 
define and construct a scale. Thus a combined approach of theory, past 
research and empirical evidence from the data was used in this study in 
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the construction of scales and indicies. 
When the study was completed, the five dimensions were rechecked 
for unidimensionality, reliability and additivity. Wolins and Cranny, 
as cited by Warland (93), have suggested three conditions which are 
necessary and operationally definable to add items legitimately. These 
criteria were used to evaluate the final scale items (questions) in 
terms of additivity, unidimensionality, and reliability. The criteria 
used include the following: 
1. The relationships among the responses to the different 
stimuli (items) must be linear. 
2. The variance of the responses to different stimuli must be 
homogeneous and independent of the means. 
3. The intercorrelations among the stimuli must be 
positive and homogeneous. 
Many studies in the past have evaluated items on the basis of item-
total correlations, split-plot reliability, etc. However, these means 
of evaluation only consider the first of the three conditions for 
additivity. An examination of the items with tespect to the ether two 
conditions should provide much more information concerning the relative 
additivity of the dimensions. Although no set of operations are available 
to evaluate all these criteria in any absolute sense, the characteristics 
of the scales can be summarized and compared in a relative sense. 
To evaluate the items with respect to the three conditions of addi­
tivity, it is necessary to establish sorae criteria. These criteria will 
establish a basis upon which the scales can be compared to one another. 
The first condition for additivity will be evaluated on the basis of: 
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(1) a comparison between the minimum acceptable item-
total correlation coefficient and the field 
sample of each scale. 
(2) the magnitude of the coefficient of reliability (r^^^ , 
(3) the magnitude of the average intercorrelation 
coefficient (r\j), and 
(4) the magnitude of a majority of the intercorrelations 
among the items of each scale. 
The minimum item total correlation is defined as = l/'^J n where n 
is the number of items in the given dimension. The minimum item-total 
correlation coefficient (r\^) may serve as a quasi significance test 
of linearity. This coefficient defines the amount of independent 
variance of the total score contributed by each item if there were no 
experimental relationship, i.e., the amount of variance which is con­
tributed only by chance (93) . 
The coefficient of reliability is defined as 
1 + (n - 1) (r) 
where n = the number of items and r is the average intercorrelation among 
the items. 
The magnitude of the intercorrelation coefficients (criterion 4) 
will be evaluated on the basis of the following arbitrary categories; 
1. If approximately 60 per cent of the intercorrelation 
coefficients have values of .19 and below, they will 
be declared as having a "very low magnitude." 
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2. If approximately 60 per cent of the intercorrelation 
coefficients have values of .29 and below, they will 
be declared as having a "low magnitude." 
3. If approximately 60 per cent of the intercorrelation 
coefficients have values of .30 and above, they will be 
declared as having a "moderate magnitude." 
4. If approximately 60 per cent of the intercorrelation 
coefficients have values of .50 and above, they will 
be declared as having a "moderately high magnitude." 
The second condition will be evaluated on the basis of an inspection 
of ; 
(1) the pattern of relationships between the item means and 
item standard deviations and 
(2) the range of the item standard deviations. 
If the means and the standard deviations appear to be unrelated, 
the means and standard deviations will be declared as "relatively 
independent," If there appears to be some pattern to the relationship 
between the means and standard deviations, it will be noted. 
Warland (93) pointed out that the data concerning the relationship 
between the item means and item standard deviations can not be very 
meaningfully evaluated when the number of items of the scale is small. 
With only a few items, there is not enough data to determine accurately 
the nature of the relationship between the item means and item standard 
deviations. Since all the scales discussed here have less than ten 
items, the evaluation of the relationship between the item means and 
item standard deviation should be considered to be rather tenuous. In 
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light of this fact, the major purposes of this analysis will be to 
illustrate a general procedure which can be used to evaluate additivity 
and determine the general pattern of relationships between these item 
means and standard deviations. 
The third condition will be evaluated on the basis of an examina­
tion of the intercorrelations among the items (93), This criterion will 
be evaluated on the basis of the following arbitrary categories; 
1. If approximately 60 per cent of the intercorrelation 
coefficients are contracted within a range of two 
adjacent categories (e.g., .10 to .19 and .20 to .29), 
these coefficients will be declared as being con­
centrated in a "relatively narrow range." 
2. If approximately 60 per cent of the intercorrelation 
coefficients are concentrated within a range of 
three adjacent categories, these coefficients will 
be declared as being concentrated in a "moderately 
narrow range." 
3. If approximately GO per cent of the intercorrelation 
coefficients are concentrated within a range of four 
adjacent categories, these coefficients will be declared 
as being concentrated in a "moderate range." 
Each scale or index will now be discussed with respect to each of 
these various criteria. 
General planning and decision making scale The general planning 
and decision making scale was constructed to measure the manager's 
actual behavior or performance on general planning and decision making 
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function of management. This scale was constructed by the methods and 
procedures outlined in the preceding section of this dissertation. A 
list of the performance questions which were used in building this scale 
is presented in Appendix A. 
Data relevant to the final items (questions) in the general planning 
and decision making scale appear in Table 5. The means and standard 
deviations of the items (questions responses) appear to be relatively 
independent. The item standard deviations cover a range of 0.094, from 
0.158 to 0.252. Tlie coefficient of internal consistency (reliability) 
for this scale is 0.7121. 
Table 5. Data pertaining to the items of general planning and decision 
making scale 
Item No. Sample X 
Sample 
standard 
deviation 
1 0.114 0.210 
2 0.235 0.197 
3 0.082 0.252 
4 0.244 0.247 
5 0.221 0.213 
6 0.219 0.165 
7 0.284 0.158 
8 0.143 0.172 
By examining the item intcrcorrelations which are presented in 
Table 6, one rnighir find that tliey are concentrated in a relatively narrow 
.'able 6. General planning and decision making item intercorrelations and item-total 
correlations^ 
item 
No. 1 2 3 4 5 6 7 8 Total^ 
1 - 0.2475 0.0823 0.1433 0.2522 -0.0271 0.3014 0.1455 0.4778 
2 -  0 .1529  0.3666 0.0825 0.2152 0.2000 0.3256 0.5658 
3 - 0.1574 0.3699 0.4433 0.2778 0.2278 0.6166 
4 - 0.2453 0.3729 0.2230 0.1701 0.6073 
5 - 0.2348 0.3381 0.1432 0.5972 
6 - 0.2228 0.2683 0.5772 
7 - 0.3773 0.6003 
8 - 0.5330 
^Reliability coefficient = r^^ = 0.7121. 
^?Jhe above table includes only the significant items which have been used in the 
inal analysis. 
^Greater than the minimum acceptable item total correlation coefficient r^^. 
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range, i.e., about 67 per cent of the intercorrelations fall between 
0.10 and 0.29. The range of the intercorrelation coefficients is from 
-0.0271 to 0.4433. 
The actual range of total scores on this scale is from -0.58o to 
4.399 while the possible range is from -18.608 to 18.608. The mean 
total score is 1.5390 and the standard deviation is 0.9380. Distribution 
of scores on the general planning and decision making scale based upon 
the standard deviation is presented in Table 7. The mean and the 
distribution of the scores indicate that the majority of the managers 
scored near the center of the scale. It should be mentioned that score 
-18.608 indicates the lowest management general planning and decision 
making performance while 18.608 indicates the highest performance on the 
above scale. 
Table 7. Distribution of scores on the general planning and decision 
making scale 
Score category Number Per cent 
1 7 1 7.4 
0.601 - 1.539 30 30 .6  
1.540 - 2.478 38 38 .7  
2.479 and above 13 13.3 
Total 98 100.0 
Range = -0.586 - 4.399 
X = 1.539 
S = 0 .938  
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Organizing and staffing scale The organizing and staffing scale 
was constructed to measure the manager actual behavior or performance 
on organizing and staffing function of management in management setting. 
The scale was constructed by the methods and procedures outlined in the 
preceding section of this dissertation. The performance questions, 
sometimes called items, of this scale could be found in Appendix A. 
Data relevant to the final items (questions responses) in the 
organizing and staffing scale appears in Table 8. The means and standard 
deviations of the items appear to be relatively independent. The item 
standard deviations cover a range of 0.5822, from 0.1989 to 0.7811. 
The coefficient of internal consistency (reliability) for this scale is 
0.6190, 
Table 8. Data pertaining to the items of organizing and staffing scale 
Item 
number Sample X 
Samp 1 e 
standard deviation 
1 0.009 0.2104 
2 0.052 0.2030 
3 0.027 0.1989 
4 2.316 0.7811 
The item intercorrelations and item-total correlations are presented 
in Table 9. The item intercorrelations are concentrated in a relatively 
narrow range. The range of the intercorrelation coefficients is from 
0.1702 - 0.3316. 
189 
Table 9. Organizing and staffing item intercorrelations and item-
total correlations^'^ 
item 
number 1 2 3 4 Total*" 
1 0.3214 0.1702 0.3316 0.5429 
2 0,3206 0.2586 0.5123 
3 
- 0.3306 0.5329 
4 - 0.9255 
^Reliability coefficient = r^^ = 0.6190. 
^The above table includes only the significant items which have 
been used in the final analysis, 
""Greater than the minimum acceptable item total correlation 
coefficient r^^. 
The actual range of total scores on this scale is from 0.4100 to 
5.3450 while the possible range is from -7.9780 to 10.9780. The mean 
total score is 2.404 and the standard deviation is 1.047. Distribution 
of scores on the organizing and staffing scale based upon the standard 
deviation is presented in Table 10. The mean and the distribution of 
the scores indicate that the majority of the managers scored near the 
center of the scale. It should be noted that the higher the manager 
performance in the desired direction the higher will be his score on the 
above mentioned scale. 
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Table 10. Distribution of scores on the organizing and staffing scale 
Score category Number Per cent 
1.356 and below 9 9.1 
1.357 - 2.404 55 56.1 
2.405 - 3.452 17 17.4 
3.453 and above 17 17.4 
Total 98 100.0 
Range = 0.410 - 5.346 
X = 2.404 
S = 1.047 
Coordination and communication scale The coordination and 
communication scale was constructed to measure the manager actual 
behavior or performance on coordination and communication function of 
management in management setting. The scale was constructed by the 
methods and procedures outlined in the preceding section. The items of 
this scale are presented in Appendix A. 
Data relevant to the final scale items is presented in Table 11. 
Table 11. Data pertaining to the items of coordination and communica­
tion scale 
Item Sample 
number Sample X standard deviation 
1 3.6938 0.7238 
2 -0.2205 0.4528 
3 0.0840 0.1598 
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The means and standard deviations of the items appear to be relatively 
independent. The item standard deviations cover a range of 0.5640, 
from 0.1598 to 0.7238. The reliability coefficient for this scale is 
0.4132. Tlie item intercorrelations and item-total correlations are 
presented in Table 12. The range of the intercorrelation coefficients 
is from 0.1424 to 0.2248. 
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Table 12. Coordination and communication item intercorrelations"' 
Item 
number 12 3 Total^ 
1 - 0.1424 0.2248 0.8148 
2 - 0.2033 0.6025 
3 - 0.4640 
^Reliability coefficient = r^^ = 0.4132. 
^The above table includes only the significant items which have 
been used in the final analysis, 
^Greater than the minimum acceptable item total correlation 
coefficient r.^. 
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The actual range of total scores on this scale is from 0.059 to 
5.028 while the possible range is from -5.978 to 10.978. Tlie mean total 
score is 3.557 and the standard deviation is 0.967. The distribution of 
scores on the coordination and communication scale based upon the standard 
deviation is presented in Table 13. The mean and the distribution of 
the scores indicate that the majority of the managers scored near the 
center of the scale. It should be mentioned that 10.978 on the above 
192 
scale indicates that a manager's management coordination and communica­
tion performance is highly acceptable and will lead to business success. 
Table 13. Distribution of scores on the coordination and communication 
scale 
Score category Number Per cent 
2.589 and below 13 13.3 
2.590 - 3.557 24 24.5 
3.558 - 4,525 55 56.1 
4.526 and above 6 6.1 
Total 98 100.0 
Range - 0.059 - 5.028 
X = 3.557 
S = 0.967 
Controlling scale The controlling scale was constructed to 
measure the manager actual behavior or performance on controlling func­
tion of management in management setting. This scale was constructed, 
like the other scales, by the methods and procedures outlined in the 
preceding section. The items of this scale is presented in Appendix A 
Data relevant to the final scale items is presented in Table 14. 
The means and standard deviations of the items appear to be relatively 
independent. The item standard deviations cover a range of 4.6394, from 
0.4873 to 5.1267. The reliability coefficient for this scale is 0.9126. 
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Table 14. Data pertaining to the items of controlling scale 
Item Sample 
number Sample X standard deviation 
1 -0.5181 0.8817 
2 1.3776 0.4873 
3 3.3980 5.1267 
The item intercorrelations and item-total correlations are presented 
in Table 15. The range of the intercorrelation coefficients is from 
0.6725 to 0.8554. 
Table 15. Controlling item intercorrelations and item-total correla­
tions^»^ 
Item 
number Total 
0.8029 0.6725 
0.8554 
0.7649 
0.9008 
0.9841 
Reliability coefficient = r= 0.9126. 
K 
The above table includes only the significant items which have 
been used in the final analysis. 
^Greater than the minimum acceptable item total correlation 
coefficient r^^. 
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The actual range of total scores on this scale is from - 0.189 
to 16.512 while the possible range is from -2,652 to 16.652. The mean 
total score is 4,2573 and the standard deviation is 6.1921, Distribu­
tion of scores on the controlling scale based upon the standard deviation 
is presented in Table 16. The mean and the distribution of the scores 
indicate that the majority of the managers scored near the lower end 
of the scale. The highest point on the scale is 12,652 which indicates 
the most acceptable controlling performance on the part of the manager. 
Table 16. Distribution of scores on the controlling scale 
Score category Number Per cent 
• 1.9348 - 4.2573 64 65.3 
4.2574 - 10,4494 10 10.2 
10,4495 and above 24 24,5 
Total 98 100,0 
Range = -0.189 - 16,512 
X = 4.2573 
S = 6.1921 
Directing and leading index The directing and leading index 
was constructed to measure the manager actual behavior or performance 
on the directing and leading function of management in management setting. 
This index was constructed by the methods and procedures outlined in the 
preceding section. The items of this index are presented in Appendix A. 
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Data relevant to the final index items is presented in Table 17. 
Table 17. Data pertaining to the items of directing and leading index 
Item Sample standard 
number Sample X deviation r. 
It 
1 1.6939 0.4633 0.9306 
2 2.9592 2.1962 0.9970 
^r is the intercorrelation coefficient between the item and the 
items total. 
The means and standard deviations of the items appear to be relatively 
independent. The item standard deviations cover a range of 1.7329, 
from 0.4633 to 2.1962. Tlie reliability coefficient for this index is 
0.9471. The item intercorrelations and item-total correlations are 
presented in Table 18. The range of the intercorrelation coefficients 
is from 0.8996 to 0.9970. 
Table 18. Directing and leading item intercorrelations and item-total 
correlacions"'-
Item 
number 1 2 Totaic 
1 - 0.8996 0.9306 
2 
-
0.9970 
^Reliability coefficient = r^^ = 0.9471. 
^The above table includes only the significant items which have 
been used in the final analysis. 
^Greater than the minimum acceptable item total correlation 
coefficient r^^; 
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The actual range of total scores on this index is from 1 to 7 
which coincides with the possible range. The mean total score is 4.65 
and the standard deviation is 2.62. Distribution of scores on the 
directing and leading index based upon the standard deviation is pre­
sented in Table 19. The mean and the distribution of the scores indicate 
that the majority of the managers scored near the higher end of the index. 
Table 19. Distribution of scores on the directing and leading index 
Score category Number Per cent 
2.02 and below 31 31.6 
2.03 - 4.65 7 7.2 
4.66 and above 60 61.2 
Total 98 100.0 
Range = 1 - 7 
X = 4.65 
S = 2.62 
Intercorrelation of management behavior scales and indices is 
presented in Table 20. It does show a relatively high degree of inde­
pendence among the measures of management behavior types. A summary of 
the characteristics of management behavior scales and indices is also 
presented in Table 21. 
Table 20. Intercorrelation of management behavior scales and indices 
General planning 
and 
decision making 
Organizing 
and 
staffing 
Directing 
and 
leading 
Coordination 
and 
communication Controlling 
1. General planning 
and decision 
making 0.3277 0.0658 0.2687 0.3132 
2. Organizing and 
staffing 0.0186 0,3171 0,4126 
3. Directing and 
leading^ 0.1328 0.2083 
4. Coordination and 
communication 0.3191 
5. Controlling ---
.^In index. 
Tahiti 21, Summary of the characteristics of management behavior scales and indices 
Scale or index 'Number of 
items 
tt 
Range of S 
Concentration of 
intercorrelations 
1, General planning and 
decision making scale 0.7121 0.1580 - 0.2520 0.10 - 0.39 
2, Organizing and staffing 
scale 0.6190 0.1989 - 0.7811 0.30 - 0.39 
3. Directing and leading 
index 0.9471 0.4633 - 2.1962 
Coordination and 
communication scale 0.4132 0.1598 - 0.7238 0.20 - 0.29 
5 .  Controlling scale 0.9126 0.4873 - 5.1267 0.60 - 0.90 
r^^ = reliability coefficient, 
's - sample standard deviation. 
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Attitude measures 
Each of the attitude dimensions theoretically developed in the 
previous chapter will be operationalized by an attitude scale. Scales 
offer the advantages both of being more indirect in their approach to 
the respondent and of being more reliable than direct observation. 
Because of the complex nature of an attitude, a multi-item scale also 
increases the validity of the measure in relation to its defined dimen­
sion (40) . 
The initial step in the construction of the attitude scales con­
sisted of the preparation of a number of statements, often referred to 
as items, which are believed to reflect the range of attitudes relevant 
to each of the conceptual dimensions defined above. These statements 
were derived from previous research, conceptual derivation in each 
dimension, inferences from the literature, and suggestions from several 
persons either directly or indirectly interested in the study. Each 
statement was constructed following the general criteria suggested by 
Edwards (26) and carefully edited several times in an attempt to insure 
communication with the members cf the sample. An attempt was also made 
to construct statements which would cover the entire psychological 
continuum, including the area near the center where it has traditionally 
been difficult to retain items due to the inherent ambiguity of the area 
(26). This process led to the development of 270 items with a median of 
25.5 statements for each scale. 
Attitude measures in this thesis are based on Himes (40) analysis. 
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Following the preparation of the statements, their place on the 
psychological continuum as it was defined had to be determined, and 
ambiguous and irrelevant items eliminated. This phase was executed by 
submitting the statements to a panel of judges for their evaluations as 
is required in Thurston's equal appearing interval technique (26). The 
individuals serving as judges were either faculty members or graduate 
students at Iowa State University who were familiar with the theoretical 
implications of the attitude dimensions. Past research has established 
the sufficiency of a group of 15 judges for this stage of scale con­
struction (26). Twenty-one judges were used in this study although the 
evaluation of a particular item may have been performed on as few as 
18 judges due to obvious reversals of the continuum, missing data, or 
the fact that not all judges judged all scales. 
Each judge was given a set of instructions which defined the polar 
ends and the midpoint of the psychological continuum as well as informed 
him of the marking procedure for each scale. The definition of the 
continuum was in each case contained in the first paragraph of the 
instructions. An example set of instructions is presented below. In 
evaluating the individual scales only the definition as stated in the 
first paragraph will be presented. The remaining paragraph, excepting 
the labels on the continua, remained the same. 
Profit Scale 
This scale is designed to measure the degree to which 
an individual's orieutatioa is one of making profits for the 
business through his managerial position. The individual on 
the high end of this continuum uses only economic criteria 
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as a basis for his decisions in his business. The individual 
on the low end of this continuum is characterized by the 
use of criteria such as the furtherance of employee relations, 
customer service, etc., in making his managerial decisions. 
For each of the following items assume that an 
individual agrees with the item. In which of the eleven 
categories on this profit accumulation (or economic motiva­
tion) continuum would you place him? You are not to indicate 
your own feelings about the statement but are to indicate 
your judgment about an individual who would agree with the 
item. 
Please respond on a 1 to 11 continuum as follows; 
Low economic High economic 
motivation Neutral motivation 
1 2 3 4 5 6 7 8 9  1 0  1 1  
Not all of the following sra tpinpnts are "polar" in 
that they all do not indicate an extreme orientation at one 
end or the other. Most statements will probably fall between 
the extreme positions and the neutral (point) (6). Some may 
even be judged to be completely neutral. In each case, read 
over the item, think about the individual who would agree 
with the statement and place your interpretation in the form 
of a number to the left of the statement. 
Each set of instructions was followed by the statements developed 
for that scale. From tlie responses of the judges on the 11 point con­
tinuum were computed measures of location (scale value) and dispersion 
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(ambiguity) for each item. The scale value provided the indication as 
to the direction of scoring for the item as well as a preliminary 
assessment of the degree of success that was obtained in the attempt to 
fully cover the continuum. No items were eliminated on the basis of 
scale value. Tlie standard deviation was computed for each item and was 
used as the measure of dispersion or the degree of agreement among the 
evaluations of the judges. Items with large standard deviations were 
considered either irrelevant to the defined continuum or ambiguous. 
On the basis of an arbitrary cutting point the number of usable items 
was cut to 161 or nearly 60% of the original number. No set cutting 
point was established for any one scale along the 11 point continuum 
for, as Warland (93) has noted, this line "often resembled a bell-shaped 
curve, since judgment of the extreme items did not vary as much as 
those close to the neutral category" (93, p. 78). 
This group of items was administered to the sample of 100 managers 
of Iowa farmer cooperatives. As was mentioned earlier, the pretest 
analysis was subsequently performed on 91 respondents. The objectives 
of this pretest for the scale development process were twofold. First, 
the attempt was made to eliminate all items which were not able to dis­
criminate in the population. Second, basic data from the respondents 
was obtained which enabled determination of the relationships between 
items. Upon this basis the content of each dimension could be finalized. 
To obtain these data, as previously stated, the managers were asked 
to respond to each statement by indicating the strength of their agreement 
or disagreement with it. The iollowing ins truetions were given to the 
managers. 
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On the following twelve pages are a number of statements 
about business management. We are interested in your feelings 
or opinions about each statement. You will probably agree 
with some of these statements. That is, some statements will 
express your own opinions or feelings about managing. Other 
statements will express feelings opposite to yours. 
After you have read each statement, please circle the 
"A" (agree) if you agree with the statement or the "D" 
(disagree) if you disagree with the statement. Once you have 
made this decision, please indicate how strongly you agree 
or disagree with the statements by circling onù of uhe numbers 
which appear to the right of each statement. If it really 
doesn't make much difference to you if you agree or disagree with 
the statement, circle 1. If you very strongly agree or 
disagree with the statement, circle 5, For some statements, 
the numbers 2, 3, or 4 may better describe how strongly you 
agree or disagree with the statement. When this is the case, 
circle the appropriate number. 
For example, consider the statement: 
A 
All men are created equal. 
D 
1 2 3 4 5 
Do you agree or disagree with this statement? Circle 
"A" ("D"). How strongly do you agree (disagree) with this 
statement? Circle the appropriate mnnber. 
Please be sure to circle both a letter and a number 
after each statement, unless you are completely undecidcd 
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whether you agree or disagree with the statement. In that 
case, circle both "A" and "D", but do not circle any of the 
niimbors. This response indicates that you neither agree nor 
disagree with the statement. 
These statements are in no way designed to be a test. 
There are no right or wrong answers to the statements. 
The answers which will be most helpful to tliis research 
project are the ones which best reflect your own feelings 
about each of the statements. 
The items, presented as in the example, were randomized so that no bias 
liue to order of presentation would be present. Due to an error in 
selection of the items 157 of the 161. were useable. 
The continuum of agreement for the respondents can be seen to have 
included eleven categories for response. The scoring procedure, patterned 
after the certainty method developed by Wolins aA . (97) , involved 
two basic steps. First, the categories indicating intensity-- 1, 2, 3, 
4, and 5—were assigned the values of 1, 2, 3, 5, and 8 respectively. 
Tl'ie scoring was done in such a way that agreement with the dimension to 
which the irrm belongs as defined theoretically was scored positively 
and disagreement with it was scored negatively. The position of each 
il era on the cnnfinuum was indicated by the judges in tneir evaluat ion of 
-il. Thus i i an icem was negacive, the scoring procedure for it was 
reversed. The range of responses from to wa;-;, in che second step; 
transformed by adding 8 to each value. The possible range for each 
item is thiu: from 0 to 16. T]ii3 procedure = for a positive item, is 
indicated below; 
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Responses D-5 D-4 D-3 D-2 D-1 A/D A-1 A-2 A-3 A-4 A-5 
Numerical 
values -8 -5 -3 -2 -1 0 1 2 3 5 8 
Transformed 
values 0 3 5 6 7 8 9 10 11 13 16 
After the collection of these data, the items were arranged into 
the eight previously constructed theoretical dimensions for easy 
reference. The transformations were completed and the scores were coded 
in preparation for analysis on standard IBM equipment. At this stage 
a factor analysis was completed by Himes (40) to determine the attitude 
scales and the items. The other steps taken in the development of atti­
tude scales are the same as those previously outlined in the develop­
ment of management performance scales. Each scale will be presented in 
the succeeding parts of this section. 
Profit scale The profit scale was constructed to measure the 
degree to which an individual's orientation is one of making profits for 
the business through his managerial position. Of the original 27 items 
scored by the judges on this dimension, 13 were used in the field sched­
ule (they had acceptable indexes of ambiguity) and 4 items were used 
in the final form. It should be mentioned that only the positive end 
of this continuum is present. The items designed to measure the nega­
tive end did not form a sufficiently adquate polar conceptualization of 
economic motivation to enable it to be distinguished statistically in 
this sample. 
Data relevant to the final items in the profit scale appears in 
Table 22. The means and standard devialions of the items appear to be 
somewhat positively related. The item standard deviaLlons cover a range 
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of 1.19, from 3.27 to 4.46. The coefficient of internal consistency 
(reliability) for this scale is 0.719. An examination of the item 
intercorrelations shows that they are concentrated in a relatively 
narrow range, i.e., over 60 per cent of the intercorrelations fall 
between 0.40 and 0,59. The range of the coefficients is from 0.219 to 
0.589. 
Table 22, Data pertaining to the items of the profit scale 
Item 
No, 
Judge's 
standard 
deviation 
Factor 
loading 
Sample 
X 
Samp 1 e 
standard 
deviation 
1 0.91 0,66 8.40 4.46 
2 0.86 0.65 5.26 3.80 
3 0.87 0,64 4.45 3.27 
4 0.97 0.55 10.56 4.15 
The actual range of total scores on the profit scale is from 0 to 
55 while the possible range is from 0 to 64. The mean total score is 
28.92 and the standard deviation is 11.88. The distribution of the 
scores, based upon the standard deviation is presented in Table 23, 
The mean and the distribution of the scores indicate that the majority 
of the managers scored near the center of the scale. 
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Table 23. Distribution of scores on the profit scale 
Score category Number Per cent 
0 - 16 15 15.3 
17 - 28 31 31.6 
29 - 40 38 38.8 
41 - 64 14 14.3 
Total 98 100.0 
Range = 0 -55 
X = 28.92 
S = 11.88 
Individualism scale The individualism scale was constructed to 
measure the degree to which an individual's attitude twoard his cognitive 
world is one of active, aggressive, "rugged individualism." In this 
case, as in the profit scale, only the positive end of the continuum 
is present. Of the original 26 items in the individualism dimension 
scored by the judges, 19 were used in the field schedule and 15 were 
used in the final scale. 
The data for the individualism scale is summarized in Table 24. 
The item means and item standard deviations appear to be relatively inde­
pendent. The item standard deviations cover a range of 1.17, from 3.75 
CO 4.92. Tne reliability of the scale is 0.802. The distribution of 
the item intercorrelacions shows that they are coaceatiated in a 
moderately narrow range, from 0.10 to 0.39. The range of the 
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intercorreiations is from - 0.029 to 0. 624. 
Table 24. Data pertaining to items of the individualism scale 
Item 
No. 
Judge's 
standard 
deviation 
Factor 
loading 
Sample 
X 
Sample 
standard 
deviation 
1 1.04 0.69 10.20 3.84 
2 1.06 0.66 8.84 4.23 
3 1.29 0.58 8.89 4.92 
4 1.00 0.53 8.80 4.10 
5 1.15 0.50 6.63 3.85 
6 1.12 -0.46 6.36 4.19 
7 1.07 -0.44 6.09 3.99 
8 1.26 0.42 11.56 4.18 
9 1.07 0.41 11.22 3.75 
10 1.28 0.41 9.43 4.07 
11 1.12 0.40 9.78 4.43 
12 1.02 -0.39 7.24 4.53 
13 1.20 0.38 6.60 3.77 
14 1.28 0.32 9.74 4.86 
15 1.03 0.32 8.62 4.61 
intercorreiations is from -0.029 co 0.624. 
The possible range of total scores on the individualism scale is 
from G to 240 and the actual range is from 6 to 227. The distribution 
of the coral scores is shown in Table 25 and is established on the 
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basis of standard deviations. The mean total score is 138.17 and the 
standard deviation is 32.99. The mean and the distribution of the 
scores indicate that the majority of the managers scored near the 
center of the scale. 
Table 25. Distribution of scores on the individualism scale 
Score category Number Per cent 
105 and below 9 9.2 
106 - 138 45 45.9 
139 - 171 32 32.7 
172 and above 12 12.2 
Total 98 100.0 
Range =6-227 
X = 138.17 
Q — .1 •; u o 
Iudependence scale The indcpcndcncc scale was constructed to 
measure the degree to which an individual wishes to remain independent 
of those around him. 
Data relevant to the items of the independent scale appear in 
Table 26. The item means and standard deviations appear slightly posi­
tively related. The item standard deviations have a range of 1.43, 
from 3,30 to 4.73. The reliability of the scale is 0.608. T:ie distribu­
tion of the ittm intercoT-re 1 ati ons siiow.s iuac Liiov art-. conc^nLratcd in 
a relatively narrow range, from 0.30 to U.39. The range of tlic iuLer-
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correlations Is from 0,336 to 0.384. 
Table 26. Data pertaining to items of the independence scale 
Judge's Sample Sample 
Item standard - standard 
No. deviation deviation 
1 1.15 6.05 4.73 
2 1.28 4.48 4.15 
3 0.94 5.41 3.30 
The actual range of total scores on the independence scale is from 
0 to 43 while the possible range is from 0 to 48. The mean total score 
is 15.83 and the standard deviation is 8.90. The mean and the distribu­
tion of the scores indicate that the majority of the managers scored 
on the negative end of the scale. Distribution of scores on the inde­
pendence scale is presented in Table 27. 
Table 27. Distribution of scores on the independence scale 
Score category Number Per cent 
0 - 6  1 7  17.4 
7 - 15 2# 28.6 
16 - 24 41 41.8 
25 - 48 12 12.2 
Total 98 100.0 
Range = 0 - 43 
X = 15.83 
S = 8.90 
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Management orientation scale ïlie management orientation scale 
was constructed to measure the degree to which an individual feels he 
can influence the financial outcomes of the business through his 
managerial position. Only the positive end of the continuum was opera-
tionalized. The items designed to measure the negative end of the 
dimension were either too ambiguous (as defined by the judges) or did 
not relate to the dimension. 
Twenty-nine items were constructed to measure the management orienta­
tion dimension, of which 17 were used in the field schedule and three 
items were used in the final scale. 
Data pertaining to the items of the management orientation scale 
are presented in Table 28. The item means and standard deviations appear 
to be somewhat negatively related. The item standard deviations cover 
a range of 0,97, from 3.81 to 4.78. The reliability coefficient for this 
scale, computed on the correlations between the items, is 0,598, The 
distribution of the item intercorrelations shows that they are concentra­
ted in a relatively narrow range, from 0,30 to 0.49. The range of the 
from 0.246 to 0.427. 
Table 28. Data pertaining to items of the management orientation scale 
Judge's _ T Sample 
T. ^ J J Sample , , Item standard standard 
No. deviation X deviation 
1 1.01 10.40 4.17 
2 1.14 8.59 4.78 
3 1.23 10.31 3.81 
Table 29 presents the distribution of total scores based upon the 
standard deviation. The mean and the distribution of the total scores 
on management orientation indicate that the majority of the managers 
scored near the center of the scale. The range of scores is from 5 to 
48 and the possible range is from 0 to 48. The mean total score is 
29.42 and the standard deviation is 9.22. 
Table 29. Distribution of scores on the management orientation scale 
Score category Number Per cent 
0 -- 20 15 15.3 
21 -- 29 36 36.7 
30 -. 38 30 30.6 
39 • - 48 17 17.4 
Total 98 100.0 
Range - 0-48 
X = 29.42 
S = 9.22 
Job definition scale The job definition scale was constructed to 
measure the degree to which an individual defines the managerial job in 
terms of positive, flexible control based on menra] activity in clie 
handling of people and other business resources. 
Originally, 44 items were given to the judges to evaluate only 40 
items were used in the final scale. Data pertaining to items of the job 
definition scale appears in Table 30. The item means and standard 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
1 2  
13 
14 
15 
16 
17 
18 
19 
20 
2 1  
2 2  
23 
24 
25 
26 
27 
28 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
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Data pertaining to items of the job definition scale 
Judge's Sample 
Standard Factor standard 
deviation loading X deviation 
1,17 .77 13.88 2.38 
1.17 .67 12.92 3.04 
0.75 .67 13.49 2.44 
1.04 .67 13.97 2.39 
0.94 .65 11.33 3.31 
1.15 .65 14.24 2.05 
1.13 .65 14.92 1.65 
1.12 .64 12.52 2.98 
0.95 .64 13.69 2.21 
1.25 .64 14.26 2.18 
0.87 .64 13.42 2.32 
1.07 .63 14.29 2.21 
1.15 -.60 3.80 3.12 
1.06 -.60 2.53 3.08 
1.12 .57 13.75 2.68 
1.06 .56 12.62 2.48 
1.18 .56 13.22 2.44 
1.16 -.56 2.54 2.60 
1.05 .55 13.13 2.76 
1.23 .55 14.53 2.11 
1.23 .53 12.68 3.11 
0.87 .52 10.95 3.26 
1.14 .50 13.02 2.89 
1.12 .49 13.44 2.19 
0.95 -.48 3.99 3.27 
1.28 -.47 2.58 2.43 
1.12 .47 11.95 3.03 
1.21 -.47 2.19 2.42 
0.67 . 47 14.16 2.71 
1.21 .46 13.12 2.90 
0.99 .46 12.05 2.71 
1.25 .45 12.49 3.36 
1.28 .44 12.41 2.56 
1.26 .42 11.55 3.16 
1.03 .41 13.42 3.11 
1.20 .39 13.41 2. 53 
1.19 -.39 5.43 3.60 
1.10 .38 15.03 1.88 
1.16 -.38 4.41 3.58 
1.29 -.36 4.69 3.31 
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deviations do not show much relationship. However, upon separating the 
items into two groups, those with sample means above the midpoint (8,00) 
and those below, a pattern can be seen. Those above the midpoint have 
somewhat negatively related means and standard deviations and those below 
from a positive pattern of relationship. The item standard deviations 
cover a range of 1.95, from 1.65 to 3.60, The reliability coefficient 
for the scale is 0.941. The distribution of item intercorrelations is 
concentrated in a relatively narrow range, from 0.20 to 0.39. The 
range of the correlation coefficients is from -0.024 to 0.619, 
The range of total scores on the job definition scale is from 414 to 
637 and the possible range is from 0 to 640. The distribution of total 
scores shown in Table 31 is based upon the standard deviation. The mean 
total score is 509.46 and its standard deviation is 55.50. The distribu­
tion of the scores and their mean indicate that tho majority of the 
managers scored in the high end of the scale. 
Table 31. Distribution of scores on the job definition scale 
Score category Number Per cent 
458 and below 21 21.4 
459 - 516 28 2 8 . 6  
517 - 574 30 30,6 
575 and above 19 19.4 
Total 98 100.0 
Range = 414 - 637 
X = 516.50 
S = 58.13 
215 
ProgrèssIvism scale The progressivism scale was constructed to 
measure the degree to which an individual is oriented toward trying and 
accepting new ideas and practices in his business. OE the 25 items 
scored by the judges, 20 were used in the field schedule and 13 were used 
in the final scale. The individual with a high progressivism score has 
expressed general disagreement with the items in the scale. It should 
be mentioned that the progressivism scale as is presently defined, seems 
only to be expressed in negative terms by this sample of cooperative 
managers. Thus before the final analysis scores have been reversed, 
therefore, the higher the individual orientation toward trying and accept­
ing new ideas and practices in his business the higher will be his score 
on the scale. 
Data concerning the items of the progressivism scale is presented in 
Table 32. The item means and standard deviations are somewhat negatively 
related when Item 8 is excluded. With the addition of Item 8 the rela­
tionship is less clear and more closely approaches one of independence. 
The item standard deviations vary over a range of 1.58, from 2.98 to 
4.56. The coefficient of reliability for the scale is 0.778. An examina­
tion of the item intercorrelations shows them to be concentrated in a 
relatively narrow range, from 0.10 to 0.29. The range of the coefficients 
is from 0.006 to 0.596. 
The actual range of total scores on the progressivism scale is from 
42 to 194 (see Table 33) and the possible range is from 0 to 208. The 
mean total score is 119.54 and the standard deviation is 24.91. The 
mean and the distribution of the scores indicate rhat chi^ majorlLy of 
zar the center of th 
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Table 32. Data pertaining to items of the progressivism scale 
Judge's Sample Sample 
Item standard Factor standard 
No. deviation loading X deviation 
1 0.98 .72 10.10 3 . 6 9  
2 1.25 .55 11.30 2 . 9 8  
3 1.19 .50 9.77 3 . 8 0  
4 0.81 .41 10.41 3.58 
5 1.12 .46 7.63 4.56 
6 1.04 .45 10.66 3 . 2 4  
7 1.07 .44 10.89 3.17 
8 1.09 . 4 4  4 . 7 1  3 . 3 2  
9 1.21 -.41 10.79 3.95 
10 0.91 .41 9 . 8 0  3.55 
11 1.10 .40 11.51 4.01 
12 1.15 .39 12.09 3.56 
13 1.26 .35 6.13 4.43 
Table 33. Distribution of scores on the progressivism scale 
Score category Number Per cent 
94 and below 3 3.1 
95 - 119 10 10.2 
120 - 144 43 4 3 . 9  
145 and above 42 4 2 . 8  
Total 98 100.0 
Range = 42 - 194 
X = 119.54 
S = 24,91 
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Risk preference scale The risk preference scale was constructed 
to measure the degree to which an individual is willing or perceives 
it advantageous to involve elements beyond his control to attain economic 
ends. Twenty-six risk preference items were given to the judges to 
score. Sixteen of these were used in the field schedule. Eleven items 
from all attitudes items were used in the final scale. 
The data concerning the items of the risk preference scale are 
presented in Table 34. The item means and standard deviations are 
relatively independent. The item standard deviations vary over a range 
of 0.86, from 3.77 to 4.63. The coefficient of reliability for the scale 
is 0.782. An examination of the distribution of the item intercorrela-
tions shows that they are concentrated in a relatively narrow range, 
from 0.20 to 0.39. The range of these coefficients is from -0.020 to 
0.539. 
Table 34. Data pertaining to the items of the risk preference scale 
Judge's „ . Sample 
Item standard Factor standard 
No. deviation loading X deviation 
1 1.08 .69 7.68 4.63 
2 1.04 .61 6.77 3.86 
3 1.15 .59 7.07 4.45 
4 1.07 .52 10.44 3.77 
5 1.17 .51 7.29 4.28 
6 1.05 -.47 9.41 4.30 
7 1.20 -.44 8.19 3.85 
8 1.03 .43 6.23 4.23 
9 0.81 .42 7.71 4.19 
10 1.28 -.40 7.09 4.00 
11 1.18 .37 7.38 4.03 
2.18 
The distribution of total scores for the managers on the risk 
preference scale based on the standard deviation is shown in Table 35. 
Table 35. Distribution of scores on the risk preference scale 
Score category Number Per cent 
58 and below 14 14.3 
59 1 00
 
36 36.7 
85 - 109 33 33.7 
110 and above 15 15.3 
Total 98 100.0 
Range = 13 - 144 
X = 84.02 
S = 25.19 
The possible range is from 0 to 1/6 and the scores actually vary from 13 
to 144. The mean total score is 84.02 and the standard deviation is 
25.19. The mean and the distribution of the total scores indicate that 
most of the managers scored near the center of the scale. 
Tradition scale The tradition scale was constructed to measure 
the degree to which an individual prefers traditional means of managing 
a business. This scale was constructed using the method previously out­
lined early in this chapter. The final tradition scale consists oi 9 
items. 
Data relevant to the items of the tradition scale is presented in 
Table 35. The item means and standard deviations appear to be somewhat 
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negatively related. The standard deviations vary over a range of 1.92, 
from 2.96 to 4.88. The coefficient of reliability for the scale is 
0.721. The distribution of the item intercorrelations indicates that 
they are concentrated in a moderately narrow range, from 0.10 to 0.39. 
The range of the intercorrelation coefficients is from -0.136 to 0.576. 
Table 36. Data pertaining to items of the tradition scale 
Item 
No. 
Judge's 
s tandard 
deviation 
Fac tor 
loading 
Sample 
X 
Sample 
s tandard 
deviation 
1 1.17 .68 12.87 2.99 
2 1.08 .55 14.15 3.37 
3 1.08 .54 9.95 4.88 
4 1.10 .50 8.93 4.11 
5 1.07 .50 12.24 2.96 
6 0.84 -.42 8.67 4.03 
7 1.10 .39 10.90 3.58 
8 0.97 .35 10.98 3.44 
9 1. 28 -.32 4.36 4.40 
Table 
managers on 
37 presents the 
the tradition 
distribution of 
scale based upon 
the total 
the standa 
scores of the 
rd deviation of the 
scores. The possible range of scores is from 0 to 144 while the actual 
range is from 5 to 139. The mean total score is 97.76 and the standara 
deviation is 18.65. The mean and distribution of the total scores 
indicate that most managers scored in the low half of the continuum. 
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Table 37. Distribution of scores on the tradition scale 
Score category Number Per cent 
79 and below 10 10.2 
80 - 97 37 37.8 
98 - 116 36 36.7 
117 and above 15 15.3 
Total 98 100.0 
Range =5-139 
X = 97.76 
S - 18.65 
Tables 38 and 39, summarizing the characteristics of the eight 
attitude scales, show the wide variance existing in the number of items 
in these scales. They also show the distribution of intercorrelations 
among the items of the scales. Table 40 presents the intercorrelation 
of attitude scales. From these coefficients one might conclude that 
attitude scales are independent of each other. It should be kept in mind 
that tradition scale was developed from the content of the items, in final 
stage of the analysis, which were all negative but the scoring was re­
versed. This was done to facilitate the analysis. By definition the 
tradition scale is an opposing conceptualization of the progressivism 
scale. This possibility is supported by the correlation of 0.402, shown 
in Table 40, between the two scales (with scoring of negative items 
reversed). However, this (the interrelation between traditionalism and 
progressivism) relation was part:iaTly ignored in the overall analysis. 
Table 38. Summary of the characteristics of the attitude scales 
Scale 
Number 
of 
items 
Relationship 
of 
X and S 
Range Concentration 
of of 
S intercorrel ations 
1. Job definition 40 0.941 Somewhat curvilinear 1.95 0.20 - 0,39 
2. Individualism 15 0.802 Relatively independent 1.17 0.10 - 0.39 
3. Risk preference 11 0.782 Relatively independent 0.86 0.20-0.39 
4. Progressivism 13 0.778 Relatively independent 1.58 0.10 - 0.29 
5. Profit 0.719 Somewhat positive 1.19 0.40 - 0.59 
6. Tradition 0.721 Somewhat negative 1.92 0.10 - 0.39 
7. Independence 0.608 Slightly positive 1.43 0.30 - 0.39 
3. Management 
orientation 0.598 Somewhat negative 0.97 0.30 - 0.49 
Coefficient of internal consistency I = nr 
- 2  
where n refers to the number 
1 + (n-l)r 2 
of items in the factor (attitude dimension in this case) and r refers to the square of 
the average factor loading. 
Table 39. Distribution of intercorrelations among the items of the attitude scales 
(1) (2) (7) (5) (6) (8) (3) (4) 
Manage­
Intercorrela­ Risk Job ment 
tion Individual­ prefer­ defini­ Progres- Tradi­ Independ­ orienta­
range Profit ism ence tion sivism tion ence tion 
Less than .00 2 1 4 3 
0.00 - 0.09 14 3 44 10 5 
0.10 - 0.19 22~ 9 130 26- 7 
0,20 - 0.29 1 33 23 - 262 " 24- 8 _ 1 -
0.30 - 0.39 1 27._ 13- 225- 7 11 3 1 
0,40 - 0.49 1-j^ 6 5 87 9 1 1 -
0,50 -0.59 3- 1 27 1 1 
0,60 and above 
__ 
1 1 
Total number of 
intercorrelations 6 105 55 780 78 36 3 3 
Range 0 .219 to -0.029 -0.029 -0.024 0.006 -0.136 0.336 0.246 
0,589 to 0,624 to 0.624 to 0,619 to 0.596 to 0.576 to 0.384 to 0.427 
No. of items 4 15 11 40 13 9 3 3 
^The bracket for each scale denotes the concentration of the item intercorrelations, 
i.e., where 60% or more of the coefficients are grouped. 
Table 40. Intercorrelation of attitude scales 
Management Job Risk 
Individual- Independ- orienta- défini- Progressi- prefer- Tradi-
Profit ism ence tion tion vism ence tion^ 
1. Profit 0.240 0.035 0.045 -0.108 -0.301 0.260 -0.123 
2. Individualism --- 0.135 0.135 0.042 -0.217 0.295 -0.107 
3. Independence^ -0,213 -0.311 0.042 0.016 -0.045 
4. Management 
orientation 0.310 0.159 0.072 0.177 
5. Job definition 0.254 -0.088 0.305 
6. Progressivism -0.089 0.402 
7. Risk preference -0.080 
8. Tradition 
^The reader is reminded that the scoring on the traditionalism scale was reversed (see 
discussion, page 220). Therefore, interpretation of specific r values involving the tradi­
tionalism scale should be made with this reversed scoring in mind, e.g., there is in fact a 
negative correlation between traditionalism (as defined and without score reversed) and 
progressivism. 
^Residual factors. 
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Knowledge measures 
The broad category of knowledge is operationally defined in this 
research study by several specific measures. In the previous chapter 
knowledge variables have been categorized into three categories. These 
categories are; 
(1) formal learning opportunities 
(2) past relevant experience 
(3) level of knowledge variables. 
Each category was defined and variables under each category were 
specified and defined. In this section measuring devices for each of 
the previously specified and defined variable will be developed. 
Formal learning opportun!ties Formal learning opportunities 
variables include: 
(1) Manager's years of formal education 
(2) Manager's years of vocational agriculture 
(3) Management training 
(4) Any specialized training in any of the major product 
lines of the cooperative association or any specialized 
training in management itself (i.e., workshops, short 
courses, conferences, etc.). 
Manager's years of formal education This variable was 
measured by asking each manager the following question: 
"How many years of formal education have you completed?" 
The actual number of years of formal education given by the manager has 
been used as the operational measure of that concept. Tlie range of scores 
on years of formal education variable is from S to 16. xhe mean of the 
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managers' scores of years of formal education is 12.70 and the standard 
deviation is 1.85. Distribution of scores on years of formal education 
variable based on standard deviation is presented in Table 41. 
Table 41. Distribution of scores on years of formal education variable 
Score category Number Per cent 
10 and below 7 7.1 
10 - 12 52 53.1 
13 - 14 23 23.5 
over 14 16 16.3 
Total 98 100.0 
Range =8-16 
X = 12.70 
S = 1.85 
Manager's years of vocational agriculture Each respondent 
was asked the following two questions. 
"If attended high school. Did you take vocational 
agriculture in high school?" 
Those managers who did not apply were given score zero. "No" and 
"Yes" responses were given scores 1 and 2 respectively. 
"How many years of vocational agriculture did you take?" 
Those managers who did not apply were given score zero. Also actual 
number of years of vocational agriculture mentioned by the manager was 
recorded. The total of the manager's response to both questions was used. 
226 
The range of scores on years of vocational agriculture variable is from 
0 to 6. The mean of scores on this variable is 2.23 and the standard 
deviation is 1.69. Distribution of scores on years of vocational 
agriculture variable based on standard deviation is presented in Table 42, 
Table 42. Distribution of scores on years of vocational agriculture 
variable 
Score category Number Per cent 
0.53 and below 
0.54 - 2.23 
2.24 - 3.92 
3.93 and above 
Range =0-6 
X = 2.23 
S = 1.69 
Total 
3 
55 
14 
26 
98 
3.1 
56.1 
14.3 
26.5 
100.0 
Management training To operationalize this concept the mana­
ger was asked two questions. 
"Prior to or during your 1st years of management, did 
you attend any management training schools, workshops, 
or take any business courses in school?" 
Code 1 = No 
2 = Yes 
"If yes to the above question. How many and what 
were they? 
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Code 0 = Does not apply 
1 = Workshops and training schools (sponsored by 
regional co-op or Iowa Institute of Cooperation), 
2 = Short courses (at Iowa State University). 
3 = Night school. 
4 = College correspondence course(s). 
5 = (regular) college course(s). 
The total of the manager's response to both questions was used in 
the analysis. The range of scores on management training variable is 
from 0 to 7. The mean of the managers' scores on this variable is 2.51 
and the standard deviation is 1.94. Distribution of scores on management 
training variable based on standard deviation is presented in Table 43. 
Table 43. Distribution of scores on management training variable 
Score category Number Per cent 
0.56 and below i 1.0 
0.57 - 2.51 51 52.0 
2.52 - 4.45 31 31.6 
4.46 and above 15 15.4 
Total 98 100.0 
Range =0-7 
= 2.51 
S = 1.94 
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Any specialized training Any specialized training in any 
of the major product lines of the cooperative association or any 
specialized training in management itself was operationalized by asking 
each respondent the following question. 
"Have you had any specialized training in any of your 
major product lines or in management itself, during the 
past 2 years? (Specialized training includes workshops, 
short courses, training schools, refresher courses, 
conferences, etc.)." 
Code 1 = No 
2 = Yes 
The mean of the managers' scores on this variable is 1.78 and the 
standard deviation is 0.42. The distribution of scores by category 
appears in Table 44. 
Table 44. Distribution of scores on any specialized training (the 
manager had) variable 
Score category Number Per cent 
1 22 22.4 
2 76 77.6 
Total 98 100.0 
Range =1-2 
X = 1.78 
S = 0.42 
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Past relevant experience Past relevant experience as previously 
defined includes manager's management experience, manager's farm work 
experience, and the manager's years as manager of the farmer cooperative. 
The measure used in operationalizing each of those concepts will be 
presented in the following. 
Management experience To determine an individual's manage­
ment experience score each respondent was asked: 
"How long have you had full responsibility for 
the management of a business?" 
Actual number of years given by the respondent was used as a measure 
of management experience. The range of scores on management experience 
variable is from 3 to 48. The mean of managers' scores on management 
experience variable is 15.68 and the standard deviation is 9.76. The 
distribution of scores on management experience variable based on standard 
deviation is presented in Table 45. 
Table 45. Distribution of scores on management experience variable 
Score category Number Per cent 
5 and below 13 
6 - 1 5  4 1  
16 - 25 29 
Over 25 15 
Total 98 
Range =3-48 
X = 15.68 
S = 9,76 
13.3 
41.8 
29.6 
15.3 
100.0 
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Farm work experience To determine an individual's farm work 
experience score each respondent was asked: 
"Have you ever lived on or worked on a farm?" 
If the respondent answered this question by "Yes", score two was 
assigned to him. Score one was assigned to those who answered the question 
by "No". If the respondent answered the above question by "yes", he 
was asked the following question; 
"For how long?" 
Responses to this question were coded as follows: 
Code 0 = Does not apply 
1 = 1 - 4  y e a r s  
2 = 5 - 9  y e a r s  
3 = 10 - 14 years 
4 = 15 - 19 years 
5 = 20 - 24 years 
6 = 25 or more years. 
The total score of an individual's response to the above two ques­
tions was used as his score on farm work experience variable. Range of 
farm work experience scores is from 1 to 8. The mean of the managers' 
farm work experience scores is 5.55 and the standard deviation is 2.04, 
Distribution of farm work experience scores is presented in Table 46. 
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Table 46. Distribution of scores on farm work experience variable 
Score category Number Per cent 
3 and below 21 21.4 
4 - 5  9 9.2 
6 - 7  53 54.1 
over 7 15 15.3 
Total 98 100.0 
Range -1-8 
X = 5.55 
S - 2.04 
Years as manager of this farmer cooperative To determine 
an individual's score on this variable, each respondent was asked; 
"How long have you been the manager of this business?" 
The actual number of years mentioned by the respondent was used as 
his score on this variable. The range of scores on this variable is 
from 3 to 39. The mean of the managers' scores on this variable is 
11.77 and the standard deviation is 8.01. Distribution of scores on this 
variable is presented in Table 47. 
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Table 47. Distribution of scores on years as manager of the farmer 
cooperative variable 
Score category Number Per cent 
3 and below 14 14.3 
4 - 1 1  39 39.8 
12 - 19 29 29.6 
over 19 16 16.3 
Total 98 100,0 
Range = 3 -39 
X = 11.77 
S = 8.01 
Level of knowledge As previously stated level of knowledge in 
a specific area related to management is defined as the manager technical 
competence in that area. Manager's level of chemical knowledge, level 
of fertilizer knowledge, and level of economic knowledge are of major 
concern in this study as previously stated. Measures of each of those 
areas will be developed in this section. 
Level of chemical knowledge To determine an individual's 
level of chemical knowledge each respondent was asked: 
"Now I'm going to read to you a series of statements 
regarding agricultural chemicals. We would like your 
opinion about these statements." 
Each respondent was asked to indicate if he agrees or disagrees with the 
statement or has no opinion about it. The statements and their correct 
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The U, S. Department of Agriculture has the responsibility 
to enforce the proper use of insecticides. 
(correct answer = disagree) 
Chlordane is not a recommended residual fly control which 
can be sprayed on the walls in a dairy barn. 
(correct answer - agree) 
The recommended dosage for spraying 2,4-D on corn at 
"lay by" time using a drop-extension nozzle is 1/2 lb. or 
one pint of ester per acre. 
(correct answer = disagree) 
When amino-triazole is applied to thistle patches in a 
pasture, it is recommended that livestock not be allowed 
on the treated area for eight months. 
(correct answer • agree) 
Amiben is an effective perennial weed killer in soybeans. 
(correct answer = disagree) 
Corn treated with Taxaphene should not be made i nl;o silage. 
(correct answer = agree) 
Two pounds per acre of actual Aldrin or Heptachlor which is 
broadcast and disked in will control all major soil insects 
attacking corn on sod ground. 
(correct answer = agree) 
Individual's total number of correct answers was used as his level 
of chemical knowledge score. Range of scores on level of chemical 
knowledge variable is from 0 to 6. Tlie mean of managers' scores on 
level of chemical knowledge variable is 3.05 and the standard deviation 
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is 1.35. Distribution of scores on level of chemical knowledge vari­
ables based on standard deviation is presented in Table 48. 
Table 48. Distribution oE scores on level oi; chemical knowledge variable 
Score category Number Per cent 
1.69 and below 16 16.3 
1.70 - 3.05 46 46.9 
3.06 - 4.40 21 21.4 
4.41 and above 15 15.4 
Total 98 100.0 
Range =0-6 
X = 3.05 
S = 1.35 
Level of fertilizer knowledge To determine an individual's 
level of fertilizer knowledge each respondent was asked; 
"Next we would like to ask you some questions concern­
ing fertilizer and its application... For each 
question select the answer that in your opinion best 
answers the question." 
Under adequate moisture conditions, fertilizer applications which 
increase corn yields can: 
1. Decrease the pounds of water needed to produce 
one bushel of corn. 
2. Increase the pounds of water needed to produce 
one bushel of corn. 
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3. Decrease the total amount of water used by the crop. 
4. Decrease water loss through corn leaves. 
(Correct answer Item No. 1) 
Potash deficiency symptoms on corn can be recognized by a; 
1. Light green color of the corn field in general. 
2. Purpling of the upper corn leaves. 
3. Brovming of the outer margins of the lower corn leaves. 
4. Yellowing of the mid-ribs of the lower corn leaves, 
(Correct answer Item No, 3) 
If used in the row of corn, the minimum percentage of water 
soluble phosphorus should be: 
1, 80% 
2. 50% 
3. 20% 
4. 100% 
(Correct answer Item No, 2) 
Fertilizer nutrients, if needed: 
1. Can be insurance against drought for corn if 
subsoil water is adequate. 
2. Cause corn plants to use less total water. 
3. Draws corn roots toward it when placed deep in 
the soil. 
4. Cause lower leaves of corn to "fire" in dry weather. 
(Correct answer Item No. 1) 
A high pcrcentagG of water soluble phosphorus is desirable for: 
I. Fuosphorus being plowed down for corn. 
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2. Top dressing established legume meadows. 
3. Row fertilizer for corn. 
4. Application on oat-legume seedings. 
(Correct answer Item No. 3) 
Maximum chemical availability of P in fertilizer; 
1. Occurs for low water soluble materials when 
Lhey are finely ground and banded in the soil. 
2. Occurs for low water soluble materials when pelleted 
and widely dispersed in the soil. 
3. Occurs for high water soluble material when hill 
dropped or band applied. 
4. Occurs for high water soluble materials when 
finely ground and widely dispersed in the soil. 
(Correct answer Item No. 3) 
When sampling soils in Iowa: 
1. Take one core for every 10 acres. 
2. Separate fields into separate areas based on soil 
differences or differences in past management. 
3. Subsoil sampling is recommended. 
4. Allow samples to dry thoroughly before sending 
to the laboratory. 
(Correct answer Item No. 2) 
In taking soil samples, the greatest mistake is to: 
1. Mix soil from a wet area and a sloping area into 
one sample. 
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2. Take too few cores from a single soil type. 
3. Take too many cores from a single soil type. 
4. Include more than ten acres into one sample. 
(Correct answer Item No, 1) 
Nitrogen fertilizer can be applied in different ways. Wiich 
one of the following application methods is most effective 
in increasing corn yields assuming proper application equal 
N rates, similar weed control and normal rainfall? 
1. Plow-down application. 
2. Disked-in on plowed ground. 
3. Pre-plant injections. 
4. Side-dressings up to the time the corn is 15 
inches tall, 
5. All methods are equally effective. 
(Correct answer Item No. 5) 
If a farmer elects to apply all of his fertilizer for corn as 
a plow-down application at the medium rate, under which one 
of the following conditions could he expect the most effective 
use of his fertilizer? 
1. A wetter than average growing season. 
2. Growing season with temperatures higher than average, 
3. A dryer than average growing season, 
4. Growing season with temperatures lower than average. 
(Correct answer Item No. 3) 
Individual's total number of correct answers was us«'d as his L 
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knowledge variable is from 1 to 8. The mean of managers' scores on 
level of fertilizer knowledge variable is 4.52 and the standard deviation 
is 1.92, Distribution of scores on level of fertilizer knowledge vari­
able based on standard deviation is presented in Table 49. 
Table 49. Distribution of scores on level of fertilizer knowledge 
variable 
Score category Number Per cent 
2.59 and below 18 18, 4 
2.60 - 4.52 35 35, .7 
4.53 - 6.44 24 24, ,5 
6.45 and above 21 21, .4 
Total 98 100, ,0 
Range =1-8 
X = 4.52 
S = 1.92 
Level of economic knowledge As previously stated, level of 
economic knowledge has been defined in terms of finance knowledge, 
knowledge about money value, knowledge about profit building, and 
knowledge about margin determination. 
Level of finance knowledge To determine an individual's 
level of finance knowledge each respondent was asked: 
"Will you please give me an interpretation of the status 
of this business as represented on these financial sheets?" 
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Code 
1 = Good; doing well (no qualification offered). 
2 = Doing well but-- (some qualification offered). 
3 = Business is OK because net savings is good. 
4 = Liabilities are too high, otherwise the business 
is average. 
5 = Not too good because assets equal liabilities 
ratio is not good. 
6 = The assets to liabilities ratio is not good. 
Other income, cash-on-hand, and pales costs are 
too high. 
What additional information do you need to take full advantage 
of these statements? 
Code 
1 = No other information needed. 
2 = Breakdown of aging accounts receivable and 
other income. 
3 = Need a better breakdown of expenses, assets, 
liabilities, and age of accounts receivable. 
4 = Need a complete detailed breakdown of assets, 
liabilities, and operating expenses giving a 
comprehensive picture of the whole business; also 
the age of accounts receivable and a detailed 
listing of other income. 
How precise are these financial statements? 
Code 
1 = Precise, accurate, and enough information is presented. 
2 = Precise if certified by audit, 
3 = Perhaps precise but not enough information, 
4 = Not precise; and not enough information. 
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What do you feel are the main purposes of financial statements? 
Code 
1 = For tax purposes only. 
2 = To show the manager, stockholders, the directors, 
and bank(s) the present financial position of the 
business. 
3 = As a guide for planning inventory. 
4 - As a yardstick (i.e., the making of comparisons) 
and as a guide for the future. 
5 = To determine profitability by departments, check 
on overhead costs, and to help plan future 
inventory (as compared to experience). 
6 = As a comparative tool to help in planning the 
budget, stocking of inventory, indicator of farming 
trends, and as a guide in making changes (corrections) 
in our business. 
What is the best way to use financial statements in evaluating 
business? Computing certain ratios and; 
Code 
1 = Comparing with industry ratios. 
2 = Comparing with last year's ratios. 
3 = Comparing with your own goals. 
The individual's response to each question was scored as shown above. 
Total of scores given for each question response in each individual case 
was used as his level of finance knowledge score. Range of managers' 
level of finance knowledge scores is from 6 to 23. The mean of level 
of finance knowledge scores is 15.42 and the standard deviation is 3.96. 
Distribution of managers' level of finance knowledge scores based on 
standard deviation is presented in Table 50, 
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Table 50. Distribution of managers' level of finance knowledge scores 
Score category Number Per cent 
11.45 and below 18 18.4 
11.46 - 15.42 28 28.6  
15.43 - 19.38 34 34.6 
19.39 and above 18 18.4 
Total 98 100.0 
Range =6-23 
X = 15.42 
S = 3.96 
Level of knowledge about money value To determine an 
individual's level of knowledge about money value each respondent was 
 ^^ j " /-\ /~î • 
Now we would like to get your reaction to the following 
hypothetical problems. You are advising a farmer who 
owns 360 acres of crop land. 300 acres are top quality 
land. 60 acres is land that will raise corn but not as 
well as the rest of the farm. It would be possible to 
raise trees on this land that would produce in 10 years. 
Which of the following alternatives would you recommend 
to this farmer? 
Code 
1 = Raise corn on this 60 acres of land and receive a 
net profit of $900 per year for 10 years. 
2 = Raise trees on this 60 acres of land and receive 
$10,000 net profit at the end of 10 years. 
What factors did you take into consideration in 
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making this decision? 
Code 
6 = He can invest the $900 he receives from the corn 
each year and make more money in 10 years than 
he will receive from the trees at the end of 10 years. 
5 = He will get some income each year, 
4 = If he used a good fertilizer program he could make 
more than $900 per year. 
3 = He would have to clear stumps at the end of 10 years. 
We are in the corn handling business; would hate to 
see too much land in trees. 
2 = Putting in trees is good conservation. It makes a 
good watershed. 
1 = The trees would be less work and make more money. 
If it isn't tillable, put in the trees and make an 
extra $1000. 
Scores have been assigned to alternative responses on the basis 
the economic soundness of each response as judged by economists and 
sociologists with economic training working on this project. Total 
score given to individual's response to both questions was used as a 
measure of his level of knowledge about money value. Range of manag 
level of knowledge about money value scores is from 3 to 12. The me 
of managers' level of knowledge about money value scores is 4,59 and 
the standard deviation is 1.65, Distribution of managers' level of 
knowledge about money value scores based on standard deviation is 
presented in Table 51. 
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Table 51. Distribution of managers' level of knowledge about money 
value scores 
Score category Number Per cent 
2.93 and below 0 0 
2.94 - 4.59 60 61.2 
4.60 - 6.24 20 20.4 
6.25 and above 18 18.4 
Total 98 
Range =3-12 
X = 4.59 
S = 1.65 
Level of knowledge about profit building To determine 
an individual's level of knowledge about profit building each respondent 
was asked; 
The fertilizer department in a farm supply business 
showed this financial statement at the close of the last 
fiscal year. 
Sales Margins Direct costs 
$500,000 $50,000 $40,000 
Overhead costs Profit 
$15,000 $5,000 
What factors should a manager take into consideration in 
deciding whether or not to drop the fertilizer depart­
ment? (Probe to get respondent to directly answer the 
ques tion.) 
Code 
1 = Fertilizer is a service department and is essential 
to a farm supply business. It should be kept 
unless it sinks the whole business. 
2 = Keep it ac a service if the losses are minor. 
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3 = If it doesn't make money, drop it. 
4 = If you can't raise the margin and reduce the costs, 
then get out. 
5 = Reconsider the margins and costs; try to find the 
problem. 
6. Keep it and try to increase sales, cut margins 
and costs, and perhaps change or improve the 
equipment. 
Scoring of the above responses is based on the economic theory 
especially in regard to profit building. The individual's response to 
the above question is scored as shown above and used as a measure of his 
level of knowledge about profit building score in this study. Range of 
the managers' level of knowledge about profit building scores is from 
1 to 6. The mean of the managers' level of knowledge about profit build­
ing scores is 4.55 and the standard deviation is 1.24. Distribution of 
managers' level of knowledge about profit building scores based on 
standard deviation is presented in Table 52, 
Table 52. Distribution of managers' level of knowledge about profit 
building scores 
Score category Number Per cent 
3.30 and below 
3.31 - 4.55 
23 
16 
23.5 
16.3 
4.56 - 5.79 34 34.7 
5.78 and above 25 25.5 
Total 98 100.0 
Range =1-6 
X = 4.55 
S = 1.24 
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Level of knowledge about margin determination To 
determine an individual's level of knowledge about margin determination 
each respondent was asked; 
When pricing products and services several factors must 
be taken into account. Under certain conditions it may 
be wise to maintain a wide margin even at the sacrifice 
of sales volume while in other instances it would be 
better to maintain a smaller margin to get increase 
sales volume. 
For each situation, please state whether you would 
maintain a large margin with the possibility of 
decreasing the volume, or maintain a small margin 
with the possibility of increasing the volume. 
(Encircle one.) 
(Here correct answer is circled) 
S 1. Brand handled recognized by customers as 
superior to that of competitors. 
L 2. Extra services wanted by customers cannot 
be (or are not) provided. 
L 3. Many other dealers in the trade area have 
full competitive lines. 
S 4. An aggressive sales and merchandising 
program is maintained. 
L 5. Many expenses are fixed so that total per 
unit handling costs decrease sharply as 
volume increases, 
S 6. Increased sales of this line have little 
value for increasing sales of other lines 
handled. 
Total number of correct answers for each respondent has been used 
as his level of knowledge about margin determination score. Range of 
the managers' level of knowledge about margin determination scores is 
from 2 to 6. The mean of the managers' level of knowledge about margin 
determination scores is 4.59 and the standard deviation is 1.07. Distribu-
nr 
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based upon the standard deviation is presented in Table 53. 
Table 53. Distribution of managers' level of knowledge about margin 
determination scores 
Score category Number Per cent 
3.51 and below 17 17.4 
3.52 - 4.59 24 24.5 
4.60 - 5.66 36 36.7 
5.67 and above 21 21.4 
Total 98 100.0 
Range = 2 - 6  
X = 4,59 
S = 1.07 
Job satisfaction scale 
The job satisfaction scale was constructed to measure the degree to 
which an individual is satisfied with his job. This scale was con­
structed by the methods and procedures outlined in the preceding parts 
of this chapter. 
Each respondent in the sample was asked: 
We would now like to talk with you about your satis­
faction with various aspects of your position. For 
each aspect of your job that I read to you, indicate 
whether you are satisfied or dissatisfied. Tlien 
indicate how strongly satisfied or dissatisfied you are 
by giving me a number from 1 to 5. Number 5 indicates 
a very great degree of satisfaction or dissatisfaction 
while number 1 indicates very slight amounts of satis­
faction or dissatisfaction. 
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Slight Strong 
S 
D 
Individual's response to each statement was coded as follows: 
Code 
00 = Dissatisfied 5 
03 = Dissatisfied 4 
05 = Dissatisfied 3 
06 = Dissatisfied 2 
07 = Dissatisfied 1 
08 = No opinion 
09 = Satisfied 1 
10 = Satisfied 2 
11 = Satisfied 3 
13 = Satisfied 4 
16 = Satisfied 5 
Individuals who were strongly dissatisfied were given the lowest 
score on the satisfaction continuum. In contrast those who were strongly 
satisfied were given the highest score on the continuum. However, those 
with no opinion were given the medium score on the continuum, that is, 
first to reduce the variation in the data, second to produce the data in 
applicable form for the purpose of statistical analysis. A list of the 
job satisfaction items which were used in building this scale is presented 
in Appendix C. 
Data relevant to the final items in the job satisfaction scale ap­
pears in Table 54, The means and standard deviations of the items appear 
to be relatively independent. The item standard deviations cover a range 
of 1,9093, from 2.0572 to 3.9665. The coefficient of internal consistency 
(reliability) for this scale is 0.7612, By examining the item inter-
correlations which are presented in Table 55, it appears that they are 
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Table 54. Data pertaining to the items of job satisfaction scale 
Item Sample standard 
No, Sample X deviation 
1 14.7857 2.0572 
2 13.1020 2.5343 
3 12.2959 2.2208 
4 11.4082 3.4517 
5 10.4388 3.9665 
6 13.0204 2.3941 
7 12.8776 2.2670 
8 13.8776 2.3343 
concentrated in a relatively narrow range, i.e., about 65 per cent of 
the intcrcorrclatior.s fall between 0,21 and 0.37. The range of the 
intercorrelation coefficients is from 0.0357 to 0.6171. 
The actual range of total scores on this scale is from 56 - 128 
while the possible range is from zero to 128. The mean total score is 
101.49 and the standard deviation is 13.07. Distribution of scores on 
job satisfaction scale based upon the standard deviation is presented 
in Table 56. The mean and the distribution of the scores indicate that 
the majority of the managers scored near the center of the scale. 
â, b 
Table 55, Job satisfaction item intercorrelations and item-total correlations ' 
No. 1 2 3 4 5 6 7 8 ïotal^ 
1 - 0.3740 0.0659 0.2709 0.2252 0.1977 0.3237 0.6171 0,4311 
2  -  0,2693 0,4371 0,2150 0.4448 0.3377 0,3367 0.4120 
3 - 0.2356 0.1536 0,4216 0.2550 0.0528 0.4051 
4 - 0.0357 0.4019 0.3582 0.2801 0.3304 
5 - 0.2574 0,2468 0.3644 0.4862 
6 - 0.3424 0.3085 0.4323 
7 - 0.4413 0.5582 
8 - 0.4694 
^Reliability coefficient = r^^ = 0,7612. 
^The above table includes only the significant items which have been used in the 
final analysis. 
^Greater than the minimum acceptable item total correlation coefficient r^^. 
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Table 56. Distribution of scores on job satisfaction scale 
Score category Number Per cent 
87.00 and below 10 10.2 
88.42 - 101.49 43 43.9 
102.00 - 115.07 29 29.6 
116.00 and above 16 16.3 
Total 98 100.0 
Range = 56 - 128 
X = 101.49 
S = 13.07 
Sources of information measures 
It has been stated before that there are two types of sources of 
information in this study, Thosp are sources of management information 
and sources of products information. Measures for each will be developed 
in the following. 
Sources of management information To determine an individual's 
sources of management information score each respondent was asked; 
What sources of information about managing are you 
presently using? 
1. Clinics and short courses sponsored by commercial 
companies. 
2. Farm magazines : list. 
3. Magazines subscribed to by dealers only: list. 
4. Good managers in your area. 
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5. Iowa State University and extension sponsored 
clinics and short courses. 
6. Radio and television. 
7. Commercial company publications and reports. 
8. Iowa State University and United States Department 
of Agriculture publications. 
9. County extension personnel. 
10. Salesmen for manufacturers or wholesalers. 
11. Iowa State University specialists. 
12. Manufacturers or their technical representatives. 
13. Newspapers. 
14. General observation, 
15. Other: specify. 
16. Other: specify. 
Total number of information sources given by the manager has been 
used as his sources of management information score. Range of managers' 
sources of management information scores is from 2 to 65. The mean of 
the managers' sources of management information scoros is 8.72 and the 
standard deviation is 9.40. DisLLibation of managers' sources of 
management information scores by categories is presented in Table 57. 
Table 57. Distribution of managers' sources of management information 
scores by categories 
Score Category Number Per cent 
7 and below 59  60.2 
8 - 17 36 36.7 
18 and above 3 3 .1 
Total 98 100.0 
Range = 2 - 6 5  
X = 8.72 S = 9.40 
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Sources of products information To determine an individual's 
sources of product information each respondent was asked; 
What sources of information about products and their uses 
are you presently using. 
1. Clinics and short courses sponsored by commercial 
companies, 
2. Farm magazines : list. 
3. Magazines subscribed to by dealers only: list. 
4. Good managers in your area. 
5. Iowa State University and extension sponsored clinics 
and short courses. 
6. Radio and television. 
7. Commercial company publications and reports, 
8. Iowa State University and United States Department 
of Agriculture publications. 
9. County extension personnel. 
10. Salesmen for manufacturers or wholesalers. 
11. Iowa State University specialists. 
12^ Manufacturers or their technical representatives. 
13. Newspapers. 
14. General observation. 
15. Other: specify. 
16. Other: specify. 
Total number of sources of product information given by the manager 
has been used as his score on this variable. Range of managers' sources 
of product information scores is from 2 to 6^i. The mean of the managers' 
sources of product information is 8.86 and the standard deviation is 
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6.62. Distribution of managers' sources of product information scores 
by categories is presented in Table 58. 
Table 58. Distribution of managers' sources of product information 
scores by categories 
Score category Number Per cent 
2 and below 3 3.1 
3 - 9 52 53.0 
10 - 16 42 42.9 
17 and above 1.0 
Total 98 100.0 
Range = 2 - 6 4  
X = 8.86 
S = 6.62 
Competition measures 
Competition has been operationaly defined in terms of Lue number 
of similar businesses in che trade area, competition rate. Lue restric­
tion of the competitive situation and success in competition. Measure 
for each sub-dimension will be developed in the following. 
Number of similar businesses To determine the number of similar 
businesses in the trade area each respondent was asked; 
How many other businesses with similar major product 
lines are operating in your trade area? 
Actual number mentioned by the manager was used in the analysis. Range 
of scores on this variable is from zero to 99. line mean of the total 
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scores on this variable is 9.30 and the standard deviation is 12.55. 
Distribution of scores of number of similar businesses in the trade 
area by categories is presented in Table 59. 
Table 59. Distribution of scores of number of similar businesses in 
the trade area by categories 
Score category Number Per cent 
0 - 3  22 22.4 
4 - 7  43 43.9 
8 - 1 1  9 9.2 
12 and above 24 24.5 
Total 98 100.0 
Range = 0 - 9 9  
X = 9.30 
S = 12.55 
Competition rate To determine the competition rate as per­
ceived by the manager each respondent was asked; 
In general, how would you rate the competition in 
this trade area? 
Code 
1 = Very strong competition. 
2 = Strong competition. 
3 = Mild competition. 
4 = Weak competition, 
5 = Very weak competition. 
It is assumed that most of the managers will perceive the situation 
as highly competitive to show the strength of their businesses. Thus, 
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perception of very strong competition has been given the lowest score 
on the continuum and perception of very weak competition has been given 
the highest score, score 5. Range of managers' perception of competition 
rate scores is from 1 to 3. The mean of total scores on this variable 
is 1.87 and the standard deviation is 0.59. The distribution of scores 
by category appears in Table 60, 
Table 60. Distribution of scores of competition rate as perceived by 
the manager 
Score category Number Per cent 
1 24 24.5 
2 63 64.3 
3 _n 11.2 
Total 98 100.0 
Range = 1 - 3  
X = 1.87 
S = 0.59 
Restrictions of the competitive situation To determine an 
individual's perception of restrictions of the competitive situation 
each respondent was asked; 
How restrictive is this competitive situation on your 
ability to be a successful manager? Select a number 
from the categories that best describes your feeling. 
1  2  3 4 5 6  7 8 9  1 0  1 1  
Not 
restrictive 
at all 
Very 
restrictive 
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Individual's response, to this question was coded as follows: 
Code 
1 = Not restrictive at all 
2 = 2 
3 = 3 
4 = 4 
5 = 5  
6 = 6  ( 2 - 1 0  n o t  d e f i n e d  f o r  r e s p o n d e n t )  
7 = 7 
8 = 8 
9 = 9  
10 = 10 
11 = 11 Very restrictive 
It should be mentioned that this variable was measured on a continuum 
where the least restrictive scored 1 and the highest restrictive scored 
11. Range of managers' perception of restrictions of the competitive 
situation scores is from 1 to 10. The mean of managers' perception of 
restrictions of the competitive situation scores is 5.38 and the standard 
deviation is 2.31. Distribution of managers' perception of restriction 
of the competitive situation scores by categories is presented in 
Table 61. 
Table 61. Distribution of managers' perception of restricLioas of the 
competitive situation scores by categories 
Score category Number Per cent 
2 and below 6 6.2 
3 - 5  4 6  4 6 . 9  
6 - 8 38 38.7 
9 and above 8 8. 2 
Total 98 100.0 
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Success in competition To determine a manager's perception of 
success in competition in the trade area each respondent was asked: 
How successful are you in competing in this situation? 
Select a number from the categories that best describes 
your feeling. 
1 2 3 4 5 6 7 8 9  1 0  1 1  
Not Very 
doing well at all successful 
Individual's response was coded as follows: 
Code 
1 = 1  N o t  d o i n g  w e l l  a t  a l l  
2 = 2 
3 = 3 
4 = 4 
5 = 5 
6 = 6  ( 2 - 1 0  n o t  d e f i n e d  f o r  r e s p o n d e n t )  
7 = 7 
8 = 8 
9 = 9 
10 = 10 
11 = 11 Very successful 
It should be mentioned that this variable was measured on a concinuum 
where the least scored 1 and the highest scored 11. Range of managers' 
perception of success in competition scores is from 3 to 11. The mean 
of managers' perception of success in competition scores is 8.02 and 
the standard deviation is 1.39. Distribution of managers' perception 
of success in competition scores by categories is presented in Table 62. 
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Table 62. Distribution of managers' perception of success in 
competition scores by categories 
Score category Number Per cent 
6 and below 13 13.3 
1 OD
 
51 52.1 
9 - 1 0  32 32.6 
11 and above 2 2.0 
Total 98 100.0 
Range = 3 - 1 1  
X = 8.02 
S = 1.39 
Measures of the output of behavior practices 
It has been stated before that the output of behavior practices, 
that is of iiiauageMiei'it practices, is the efficiency of the business assoc­
iation measured by the association fertilizer sales and its cost per 
dollar sales. Empirical measures for those variables will be developed 
in the following. 
Fertilizer sales As stated before in the general description of 
the sample the businesses in this study were to have fertilizer as one 
of their product lines. Also it was stated that a criterion volume level 
of $15,000.00 of fertilizer sold during the last completed fiscal year 
for each business was set as the acceptable level. To determine the 
amount of fertilizer sales of the business letters were sent to each 
manager requesting an estimation of his volume of fertilizer sales during 
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the last completed fiscal year of the business. Categories and scores 
used in the final analysis are as follows: 
Category of fertilizer sales during the last 
completed fiscal year of the business Score 
From $15,000.00 to $44,999,00 1 
From $45,000.00 to $74,999.00 2 
Over $75,000,00 3 
Range of fertilizer sales categories is from 1 to 3. The mean of total 
scores on this variable is 2.60 and the standard deviation is 0.67. 
Distribution of scores of fertilizer sales categories is presented in 
Table 63. 
Table 63. Distribution of scores of fertilizer sales categories 
Score category Number Per cent 
1 10  10 .2  
2 19 19.4 
3 _62 70.4 
Total 98 100.0 
Range = 1 - 3  
X = 2.60 
S = 0.67 
Cost per dollar sales Cost per dollar sales, in dollars, was 
used as a measure of the efficiency of the business association. 
Lack of sufficient information about amount of fertilizer sales 
forced the use of fertilizer sales category as measure of fertilizer 
sales despite its limitations. 
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Range of scores on this variable is from 0,034 to 0.220. The 
mean of total scores on this variable is 0.0964 and the standard devia­
tion is 0.0448. Distribution of cost per dollar sales scores based 
upon the standard deviation is presented in Table 64. 
Table 64. Distribution of cost per dollar sales scores 
Score category Number Per cent 
0.051 and below 13 13.3 
0.052 - 0.096 48 49.0 
0.097 - 0.141 22 22.4 
0.142 and above 15 15.3 
Total 98 100.0 
Range = 0.034 - 0.220 
X = 0.0964 
S = 0.0448 
Measure of relative economic success of the association 
Relative economic success of the association in this study was 
measured by single variable that is of average net operating revenue. 
It is assumed, in this study, that the manager must take all inputs as 
given, then he would maximize profits of the association only by maximiz­
ing net operating revenue (94). 
Average net operating revenue Average net operating revenue, in 
dollars, was used as a measure of relative economic success of the associa­
tion. It was computed using the following formula; 
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Average net operating revenue = 
Total " (1964 total other Total (1965 total other 
commodity + income) - (1964 + commodity + income) - (1965 
savings 
1964 
patronage re­
funds received 
savings 
1965 
patronage re­
funds received 
-from other coops. ), 1 r~ — .from other coops)_ jsa
Range of scores on this variable is from 273 to 10,583. The mean 
of total scores on this variable is 1972„59 and the standard deviation is 
1566.93, Distribution of average net operating revenue scores based 
upon the standard deviation is presented in Table 65. 
Table 65. Distribution of average net operating revenue scores^ 
Score category Number Per cent 
406 and below 
407 - 1973 
1974 - 3541 
3542 and above 
Total 
Range = 273 - 10,583 
X = 1972.59 
S = 1566.93 
^Scores of this variable were coded to nearest 100; 10's not 
recorded. 
Vf 
Statistical Analysis 
The particular statistical techniques used in the statistical 
analysis for this thesis are zero-order correlation, multiple correla­
tion, multiple linear regression, and F test. 
Description of the statistical techniques used in this thesis are 
presented in Snedecor and Cochran (88b). 
2  2 . 0  
66 67.3 
17 17.4 
11 13.3 
98 100.0 
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FINDINGS 
Introduction 
In the preceding chapters, the general, the sub-general and the 
specific hypotheses have been derived and measures designed to operation-
alize the concepts interrelated by these hypotheses have been described. 
In this chapter empirical hypotheses will be stated and tested for 
statistical significance. Inferences concerning the validity of the 
general and sub-general hypotheses will be made from these statistical 
tests. 
Generally, the procedure to be followed in this chapter will be to 
state the general hypotheses, with the empirical hypotheses used to test 
each of the general hypotheses. Also, statement of the null hypothesis 
and the results of the statistical tests of significance will be pre-
Vr 
sented with each empirical hypothesis . 
Statements and Tests of General and Empirical Hypouhesea 
General hypothesis There will be a relationship between a 
manager's attitudes and his management performance (or behavior). 
Individual orientation toward profit 
E. H. 1; There will be a positive relationship between a manager's 
score on the profit scale and his management general planning and decision 
making performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's score on the profit 
ic 
EiP-pirical hypothesis will hereinafter be indicated as E. n. 
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scale and his management general planning and decision making performance 
score. The computed coefficient of correlation is 0.0165, which is 
not statistically significant at the 0.05 level of probability. The 
null hypothesis is not refuted. These data do not support the original 
proposition. 
E.H. 2: There will be a positive relationship between a manager's 
score on the profit scale and his management organizing and staffing 
performance score. This hypothesis stated in the null form is; There 
is no positive relationship between a manager's score on the profit 
scale and his management organizing and staffing performance score. 
The computed coefficient of correlation is - 0.2148, which is statisti­
cally significant at the 0.05 level of probability but not in the hypo­
thesized direction. Thus the null hypothesis is not refuted. These 
data do not support the original proposition. 
E. H. 3: There will be a positive relationship between a manager's 
score on the profit scale and his management directing and leading 
performance score. This hypothesis stated in the null form is: There 
is no positive relationship between a manager's score on the profit 
scale and his management directing and leading performance score. The 
computed coefficient of correlation is 0.1302, which is not statistical­
ly significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
E. H. 4: There will be a positive relationship between a manager's 
score on the profit scale and his management coordination and communica­
tion performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's score on the profit 
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scale and his management coordination and communication performance 
score. The computed coefficient of correlation is 0.1106, which is 
not statistically significant at the 0.05 level of probability. The 
null hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 5; There will be a positive relationship between a manager's 
score on the profit scale and his management controlling performance 
score. This hypothesis stated in the null form is: There is no posi­
tive relationship between a manager's score on the profit scale and his 
management controlling performance score. The computed coefficient of 
correlation is 0.1185, which is not statistically significant at the 
0.05 level of probability. The null hypothesis is not refuted. These 
data do not support the original proposition. 
Attitude toward individualism 
E. H= A : There will be a positive relationship between a manager's 
score on the individualism scale and his management general planning 
and decision making performance score. This hypothesis stated in the 
null form is: There is no positive relationship between a manager's 
score and his management general planning and decision making performance 
score. The computed coefficient of correlation is 0.0526, which is not 
statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. These data do not support the original 
proposition. 
E.H. 7: There will be a positive relationship between a manager's 
score on the individualism scale and his management organizing and 
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staffing performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's score on the 
individualism scale and his management organizing and staffing perform­
ance score. The computed coefficient of correlation is -0.1899, which 
is not statistically significant at the 0.05 level of probability. The 
null hypothesis is not refuted. These data do not support the original 
proposition. 
E.H. 8: There will be a positive relationship between a manager's 
score on the individualism scale and his management directing and lead­
ing performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's score on the 
individualism scale and his management directing and leading performance 
score. The computed coefficient of correlation is -0.0268, which is 
not statistically significant at the 0.05 level of probability. The 
null hypothesis is not refuted. These data do not support the original 
proposition. 
E= H, 9: There will be a positive relationship between a manager's 
Rcnre on the Individualism scale and his management coordination and 
communication performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's score on the 
individualism scale and his management coordination and communication 
performance score. The computed coefficient of correlation is 0.0208, 
which is not statistically significant at the 0,05 level of probability. 
The null hypothesis is not refuted. These data do not support the 
original preposition. 
E. K. 10: Tuete will be a positive relationship between a manager's 
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score on the individualism scale and his management controlling perfor­
mance score. This hypothesis stated in the null form is: There is no 
positive relationship between a manager's score on the individualism 
scale and his management controlling performance score. The computed 
coefficient of correlation is -0.1501, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
At 11tude toward independence 
E. H. 11; There will be a positive relationship between a manager's 
score on the independence scale and his management general planning and 
decision making performance score. This hypothesis stated in the null 
form is: There is no positive relationship between a manager's score 
on the independence scale and his management general planning and de­
cision making performance score. The computed coefficient of correlation 
is 0.0139 which is not statistically significant at the 0.05 level of 
probability. The null hypothesis is not refuted. These data do not 
support the original proposition. 
E. H. 12: There will be a positive relationship between a manager's 
score on the independence scale and his management organizing and staff­
ing performance score. Tliis hypothesis stated in the null form is: 
There is no positive relationship between a manager's score on the 
independence scale and his management organizing and staffing performance 
score. The computed coefficient of correlation is 0.0047, which is not 
statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. Tliese data do not support the original 
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proposition. 
E. H. 13; There will be a positive relationship between a manager's 
score on the independence scale and his management directing and leading 
performance score. Tliis hypothesis stated in the null form is; There is 
no positive relationship between a manager's score on the independence 
scale and his management directing and leading performance score. The 
computed coefficient of correlation is -0.0755, which is not statistically 
significant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
E. H. 14: There will be a positive relationship between a manager's 
score on the independence scale and his management coordination and 
communication performance score. This hypothesis stated in the null form 
is; There is no positive relationship between a manager's score on the 
independence scale and his management coordination and communication 
performance score. The computed coefficient of correlation is 0.2154, 
which is statistically significant at the 0.05 level of probability. The 
null hypothesis is refuted. These data do support the original proposition. 
E. H. 15: There will be a positive relationship between a manager's 
score on the independence scale and his management controlling performance 
score. This hypothesis stated in the null form is: There is no positive 
relationship between a manager's score on the independence scale and his 
management controlling performance score. The computed coefficient of 
correlation is -0.0334, which is not statistically significant at the 0.05 
level of probability. The null hypothesis is not refuted. These data do 
not support the original proposition. 
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AtHitude toward management orientation 
E. H. 16: There will be a positive relationship between a manager's 
score on the management orientation scale and his management general 
planning and decision making performance score. This hypothesis stated 
in the null form is: There is no positive relationship between a manager's 
score on the management orientation scale and his management general 
planning and decision making performance score. The computed coefficient 
of correlation is 0.1691, which is not statistically significant at the 
0.05 level of probability. The null hypothesis is not refuted. These 
data do not support the original proposition. 
E. H. 17: There will be a positive relationship between a manager's 
score on the management orientation scale and his management organizing 
and staffing performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manger's score on the 
management orientation scale and his management organizing and staffing 
performance score. The computed coefficient of correlation is 0.0196, 
which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is noL lefuLeu. These data do not support the original 
proposition. 
E. H. 18: There will be a positive relationship between a manager's 
score on the management orientation scale and his management directing 
and leading performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's score on the 
management orientation scale and his management directing and leading 
performance score. The computed coefficient of correlation is 0.0009, 
which Is not sLâuisuically significant at the 0.05 level of probability. 
269  
The null hypothesis is not refuted. These data do not support the original 
proposition. 
E. H, 19: There will be a positive relationship between a manager's 
score on the management orientation scale and his management coordination 
and communication performance score. This hypothesis stated in the null 
form is; There is no positive relationship between a manager's score on 
the management orientation scale and his management coordination and 
communication performance score. The computed coefficient of correlation 
is 0.0067, which is not statistically significant at the 0.05 level of 
probability. The null hypothesis is not refuted. These data do not 
support the original proposition. 
E. H. 20: There will be a positive relationship between a manager's 
score on the management orientation scale and his management controlling 
performance score. This hypothesis stated in the null form is; There is 
no positive relationship between a manager's score on the management 
orientation scale and his management controlling performance score. The 
computed coefficient of correlation is 0.0712, which is not statistically 
significant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
Job definition 
E. H. 21; There will be a positive relationship between a manager's 
score on the job definition scale and his management general planning and 
decision making performance score. This hypothesis stated in the null 
form is; There is no positive relationship between a manager's score on 
the job definition scale and his management general planning and decision 
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making performance score. The computed coefficient of correlation is 
0.2489, which is statistically significant at the 0.05 level of proba­
bility. The null hypothesis is refuted. These data do support the 
original proposition. 
E. H. 22: There will be a positive relationship between a manager's 
score on the job definition scale and his management organizing and 
staffing performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's score on the job 
definition scale and his management organizing and staffing performance 
score. The computed coefficient of correlation is 0.2372, which is 
statistically significant at the 0.05 level of probability. The null 
hypothesis is refuted. These data do support the original proposition. 
E. H. 23: There will be a positive relationship between a manager's 
score on the job definition scale and his management directing and leading 
performance score. This hypothesis stated in the null form is: There 
is no positive relationship between a manager's score on the job defini­
tion scale and his management directing and leading performance score. 
The computed coefficient of correlation is 0.0487, which is not statist­
ically significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
E. H. 24: There will be a positive relationship between a manager's 
score on the job definition scale and his management coordination and 
communication performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's score on the 
job definition scale and his management coordination and communication 
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performance score. The computed coefficient of correlation is 0.0748, 
which is not statistically significant at the 0.05 level of probability. 
The mill hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 25: There will be a positive relationship between a manager's 
score on the job definition scale and his management controlling per­
formance score. This hypothesis stated in the null form is: There is no 
positive relationship between a manager's score on the job definition 
scale and his management controlling performance score. The computed 
coefficient of correlation is 0.1707, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
Attitude toward progressivism 
E. H. 26: There will be a positive relationship between a manager's 
score on the progressivism scale and his management general planning and 
decisionmaking performance score. This hypothesis stated in the null 
form is: There is no positive relationship between a manager's score on 
the progressivism scale and his management general planning and decision 
making performance score. The computed coefficient of correlation is 
0.2713; which is statistically significant at both 0.05 and 0.01 levels 
of probability. The null hypothesis is refuted. These data do support 
the original proposition. 
E. H. 27: There will be a positive relationship between a manager's 
score on the progressivism scale and his management organizing and staff­
ing performance score. This hypothesis stated in the null form is: There 
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is no positive relationship between a manager's score on the progress-
ivism scale and his management organizing and staffing performance scale. 
The computed coefficient of correlation is 0.3372, which is statistically 
significant at both 0.05 and 0.01 levels of probability. The null 
hypothesis is refuted. These data do support the original proposition. 
E. H. 28: There will be a positive relationship between a manager's 
score on the progressivism scale and his management directing and leading 
performance score. This hypothesis stated in the null form is; There 
is no positive relationship between a manager's score on the progress­
ivism scale and his management directing and leading performance score. 
The computed coefficient of correlation is -0,0588, which is not statis­
tically significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
E. H. 29: There will be a positive relationship between a manager's 
score on the progressivism scale and his management coordination and 
communication performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's score on the 
progressivism scale and his management coordinaLioa and communication 
performance score. The computed coefficient of correlation is 0,1657, 
which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is not refuted. These data do not support the 
original proposition. 
E„ H, 30: There will be a positive relationship between a manager's 
score on the progressivism scale and his management controlling per­
formance score. This hypothesis stated in the null form is: There is no 
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positive relationship between a manager's score on the progressivism 
scale and his management controlling performance score. The computed 
coefficient of correlation is 0.1536, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
Risk preference 
E. H. 31: There will be a positive relationship between a manager's 
score on the risk preference scale and his management general planning 
and decision making performance score. This hypothesis stated in the 
null form is; There is no positive relationship between a manager's score 
on the risk preference scale and his management general planning and 
decision making performance score. The computed coefficient of correla­
tion is 0.1957, which is statistically significant at the 0.05 level of 
probability. The null hypothesis is refuted. These data do support the 
original proposition. 
E. H. 32: There will be a positive relationship between a manager's 
score on the risk preference scale and his management organizing and 
staffing performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's score on the risk 
preference scale and his management organizing and staffing performance 
score. The computed coefficient of correlation is 0.0672, which is not 
statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. These data do not support the original 
proposition. 
E. H, 33: There will be a positive relationship between a manager's 
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score on the risk preference scale and his management directing and 
leading performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's score on the risk 
preference scale and his management directing and leading performance 
score. Tlie computed coefficient of correlation is -0.0419, which is not 
statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 34: There will be a positive relationship between a manager's 
score on the risk preference scale and his management coordination and 
communication performance score. This hypothesis stated in the null form 
is; There is no positive relationship between a manager's score on the 
risk preference scale and his management coordination and communication 
performance score. The computed coefficient of correlation is 0.3215, 
which is statistically significant at both 0.05 and 0.01 levels of proba­
bility. The null hypothesis is refuted. These data do support the 
original proposiLion. 
E. K. 35: There will be a positive relationship between a manager's 
score on the risk preference scale and his management controlling per­
formance score. This hypothesis stated in the null form is: There is no 
positive relationship between a manager's score on the risk preference 
scale and his management controlling performance score. The computed 
coefficient of correlation is 0.1550, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
275 
Tradition 
E. H. 36: There will be a negative relationship between a manager's 
score on the traditional scale and his management general planning and 
decision making performance scorc. This hypothesis stated in the null form 
is: There is no negative relationship between a manager's score on the 
traditional scale and his management general planning and decision making 
performance score. The computed coefficient of correlation is 0.2990 , 
which is statistically significant at the 0.05 level of probability. Thus 
the null hypothesis is refuted. These data do support the original proposi­
tion. 
E. H. 37: There will be a negative relationship between a manager's 
score on the traditional scale and his management organizing and staffing 
performance score. This hypothesis stated in the null form is: There is 
no negative relationship between a manager's score on the traditional scale 
and his management organizing and staffing performance score. The computed 
coefficient of correlation is 0.2383, which is statistically significant at 
the 0.05 level of probability. Thus the null hypothesis is refuted. These 
data do support the original proposition. 
E, H. 38 : There will be a negative relationship between a manager's 
score on the traditional scale and his management directing and leading 
performance score. This hypothesis stated in the null form is: There is 
no negative relationship between a manager's score on the traditional scale 
"/V 
It may be noted that the r value reported is positive. However, the 
reader is reminded that the scoring on traditionalism was reversed (see 
discussion on page 220) and therefore the positive r value in fact does 
indicate the degree of che negative relationship between traditionalism 
and the type of management behavior indicated in the hypothesis. These 
comments also are applicable to E. K's 37, 38, 39 and 40. 
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and his management directing and leading performance score. The computed 
coefficient of correlation is 0.1381, which is not statistically signifi­
cant at 0.05 level of probability. The null hypothesis is not refuted. 
These data d& not support the original proposition. 
E. H. 39: There will be a negative relationship between a manager's 
score on the traditional scale and his management coordination and communi­
cation performance score. This hypothesis stated in the null form is: 
There is no negative relationship between a manager's score on the tradi­
tional scale and his management coordination and communication performance 
score. The computed coefficient of correlation is 0.3429, which is 
statistically significant at 0.05 level of probability. Thus the null 
hypothesis is refuted. These data do support the original proposition. 
E. H. 40: There will be a negative relationship between a manager's 
score on the traditional scale and his management controlling performance 
score. This hypothesis stated in the null form is: There is no negative 
relationship between a manager's score on the traditional scale and his 
management controlling performance score. The computed coefficient of 
correlation ic 0.1357, which is not statistically significant at the 0.05 
level of probability. The null hypothesis is not refuted. These data 
do not support the original proposition. 
General hypothesis There will be a relationship between 
a manager's knowledge and his management behavior. 
Years of formal education 
E. H. 41: There will be a positive relationship between a manager's 
number of years of formal education and his management general planning 
and decision making performance score. This hypothesis stated in the null 
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form is: There is no positive relationship between a manager's number of 
years of formal education and his management general planning and decision 
making performance score. llie computed coefficient of correlation is 
0.2113, which is statistically significant at the 0.05 level of probability. 
The null hypothesis is refuted. These data do support the original proposi­
tion. 
E. H. 42: There will be a positive relationship between a manager's 
number of years of formal education and his management organizing and 
staffing performance score. This hypothesis stated in the null form is; 
There is no positive relationship between a manager's number of years 
of formal education and his management organizing and staffing perfor­
mance score. The computed coefficient of correlation is 0,2152, which is 
statistically significant at the 0.05 level of probability. The null 
hypothesis is refuted. These data do support the original proposition. 
E. H. 43: There will be a positive relationship between a manager's 
number of years of formal education and his management directing and 
leading performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's number of years 
of formal éducation and his management directing and leading performance 
score. The computed coefficient of correlation is 0.1128, which is not 
statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. These data do not support the original proposi­
tion. 
E. H. 44: There will be a positive relationship between a manager's 
number of years oi: formal euucaLioa and hLs iiiauageuienL cooruIiiaLion arid 
communication performance score. This hypothesis stated in the null form 
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is: There is no positive relationship between a manager's number of 
years of formal education and his management coordination and communica­
tion performance score. The computed coefficient of correlation is 
0.2370, which is statistically significant at the 0.05 level of probability. 
The null hypothesis is refuted. These data do support the original 
proposition, 
E. H. 45: There will be a positive relationship between a manager's 
number of years of formal education and his management controlling perform­
ance score. This hypothesis stated in the null form is: There is no 
positive relationship between a manager's number of years of formal educa­
tion and his management controlling performance score. The computed 
coefficient of correlation is 0.3460, which is statistically significant 
at both 0.05 and 0.01 levels of probability. The null hypothesis is 
refuted. These data do support the original proposition. 
Years of vocational agriculcure 
E. H, 46: There will be a positive relationship between a manager's 
number of years of vocational agriculture and his management general 
planning and decision making performance score. This hypothesis stated 
in the null form is: There is no positive relationship between a 
manager's number of years of vocational agriculture and his management 
general planning and decision making performance score. The computed 
coefficient of correlation is 0,1607, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
E. H. 47: There will be a positive relationship between a manager's 
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number of years of vocational agriculture and his management organizing 
and staffing performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's number of 
years of vocational agriculture and his management organizing and staffing 
performance score. The computed coefficient of correlation is 0.0283, 
which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 48: There will be a positive relationship between a manager's 
number of years of vocational agriculture and his management directing 
and leading performance score. This hypothesis stated in the null form 
is; There is no positive relationship between a manager's number of 
years of vocational agriculture and his management directing and leading 
performance score. The computed coefficient of correlation is -0.0070, 
which is not statistically significant at the 0,05 level of probability. 
The null hypothesis is not refuted. These data do not support the 
original proposition. 
E. K. 49: There will be a pusiLive relationship between a manager's 
number of years of vocational agriculture and his management coordination 
and communication performance score. This hypothesis stated in the null 
form is: There is no positive relationship between a manager's number 
of years of vocational agriculture and his management coordination and 
communication performance score. The computed coefficient of correlation 
is 0,1209; which is not statistically significant at the 0,05 level of 
probability. The nuil hypothesis is not refuted. These data do not support 
the original proposition. 
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E. H. 50: There will be a positive relationship between a manager's 
number of years of vocational agriculture and his management controlling 
performance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's number of years of vocational 
agriculture and his management controlling performance score. The computed 
coefficient of correlation is 0.1483, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not re­
futed. These data do not support the original proposition. 
Management training 
E. H. 51: There will be a positive relationship between a manager's 
management training score and his management general planning and decision 
making performance score. This hypothesis stated in the null form is; 
There is no positive relationship between a manager's management train­
ing score and his management general planning and decision making perform­
ance score. The computed coefficient of correlation is 0.2032, which is 
statistically significant at the 0.05 level of probability. The null 
hypothesis is refuted. These data do support the original proposition. 
E. H. 52: There will be a positive relationship between a manager's 
management training score and his management organizing and staffing 
performance score. This hypothesis stated in the null form is: There 
is no positive relationship between a manager's management training score 
and his management organizing and staffing performance score. The com­
puted coefficient of correlation is 0,1818, which is not statistically 
significant at the 0,05 level of probability. The null hypothesis is 
not refuted. These data do not support the original proposition. 
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E. H. 53: There will be a positive relationship between a manager's 
management training score and his management directing and leading per­
formance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's management training score 
and his management directing and leading performance score. The computed 
coefficient of correlation is -0.0215, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not re­
futed. These data do not support the original propositions. 
E. H. 54: There will be a positive relationship between a manager's 
management training score and his management coordination and communica­
tion performance score. This hypothesis stated in the null form is; 
There is no positive relationship between a manager's management training 
score and his management coordination and communication performance score. 
The computed coefficient of correlation is 0.0265, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
E. H. 55; There will be a positive relationship between a manager's 
management training score and his luuiiagemeûL controlling performance 
score. This hypothesis stated in the null form is: There is no positive 
relationship between a manager's management training score and his manage­
ment controlling performance score. The computed coefficient of correla­
tion is 0.0858, which is not statistically significant at the 0.05 level 
of probability. The null hypothesis is not refuted. These data do not 
support the original proposition. 
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Specialized training 
E. H. 56: There will be a positive relationship between a manager's 
specialized training score and his management general planning and decision 
making performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's specialized train­
ing score and his management general planning and decision making per­
formance score. The computed coefficient of correlation is 0.2898, which 
is statistically significant at both 0.05 and 0.01 levels of probability. 
The null hypothesis is refuted. These data do support the original 
proposition. 
E. H. 57: There will be a positive relationship between a manager's 
specialized training score and his management organizing and staffing 
performance score. Tliis hypothesis stated in the null form is; There is 
no positive relationship between a manager's specialized training score 
and his management organizing and staffing performance score. The com­
puted coefficient of correlation is 0.0938, which is not statistically 
significant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
E. H. 58: There will be a positive relationship between a manager's 
specialized training score and his management directing and leading 
performance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's specialized training score 
and his management directing and leading performance score. Tlie computed 
coefficient of correlation is 0.0785, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not refuted. 
These data do not support the original proposition. 
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E. H. 59; There will be a positive relationship between a manager's 
specialized training score and his management coordination and communica­
tion performance score. This hypothesis stated in the null form is; 
There is no positive relationship between a manager's specialized training 
score and his management coordination and communication performance score. 
The computed coefficient of correlation is 0.0980, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
E. H. 60; There will be a positive relationship between a manager's 
specialized training score and his management controlling performance 
score. This hypothesis stated in the null form is; There is no positive 
relationship between a manager's specialized training score and his 
management controlling performance score. The computed coefficient of 
correlation is 0.2056, which is statistically significant at the 0.05 
level of probability. The null hypothesis is refuted. These data do 
support the original proposition. 
Years of management experience 
E. H. 61; There will be a positive relationship between a manager's 
number of years of management experience and his management general plan­
ning and decision making performance score. This hypothesis stated in the 
null form is: There is no positive relationship between a manager's 
number of years of management experience and his management general 
planning and decision making performance score. The computed coefficient 
of correlation is -0.2118, which is statistically significant at the 0.05 
level of probability but it indicates negative relationship. Thus the 
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null hypothesis is not refuted. These datr do not support the original 
proposition. 
E. H. 62: There will be a positive relationship between a manager's 
number of years of management experience and his management organizing 
and staffing performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's number of years 
of management experience and his management organizing and staffing 
performance score. The computed coefficient of correlation is -0.0370, 
which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 63: There will be a positive relationship between a manager's 
number of years of management experience and his management directing 
and leading performance score. This hypothesis stated in the null form 
is : There is no positive relationship between a manager's number of years 
of management experience and his management directing and leading per­
formance score. The computed coefficient of correlation is 0.0614, which 
is not statistically significant at the 0.05 level of probability. Tiie 
null hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 64: There will be a positive relationship between a manager's 
number of years of management experience and his management coordination 
and communication performance score. This hypothesis stated in the null 
form is; There is no positive relationship between a manager's number of 
years of management experience and his management coordination and communi­
cation performance score. The computed coefficient or correlation is 
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-0.1050, which is not statistically significant at the 0,05 level of 
probability. The null hypothesis is not refuted. These data do not 
support the original proposition, 
E. H, 65: There will be a positive relationship between a manager's 
number of years of management experience and his management controlling 
performance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's number of years of manage­
ment experience and his management controlling performance score. The 
computed coefficient of correlation is -0,1446, which is not statisti­
cally significant at the 0,05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
Farm work experience 
E, H, 66: There will be a positive relationship between a manager's 
farm work experience score and his management general planning and 
decision making performance score. This hypothesis sLaLeu In Lhe null 
form is: There is no positive relationship between a manager's farm 
work experience score and his management general planning and decision 
making performance score. The computed coefficient of correlation is 
0.0621, which is not statistically significant at the 0,05 level of 
probability. The null hypothesis is not refuted. These data do not 
support the original proposition. 
E. H. 67: There will be a positive relationship between a manager's 
farm work experience score and his management organizing and staffing 
performance score. This hypothesis stated in the null form is: There 
is no positive relationship between a manager's farm work experience score 
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and his management organizing and staffing performance score. The com­
puted coefficient of correlation is -0.1156, which is not statistically 
significant at the 0=05 level of probability. The null hypothesis is 
not refuted. These data do not support the original proposition. 
E. H. 68: There will be a positive relationship between a manager's 
farm work experience score and his management directing and leading 
performance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's farm work experience score 
and his management directing and leading performance score. The computed 
coefficient of correlation is 0.1074, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not refuted. 
These data do not support the original proposition. 
E. H. 69; There will be a positive relationship between a manager's 
farm work experience score and his management coordination and communica­
tion performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's farm work experience 
score and his management coordination and communication performance scorc. 
The computed coefficient of correlation is 0.0294, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
E. H, 70: There will be a positive relationship between a manager's 
farm work experience score and his management controlling performance 
score. This hypothesis stated in the null form is: There is no positive 
relationship between a manager's farm work experience score and his 
management controlling performance score. The computed coefficient of 
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correlation is -0.1339, which is not statistically significant at the 
0.05 level of probability. The null hypothesis is not refuted. These 
data do not support the original proposition. 
Years as the manager uf the cooperative association 
E. H. 71; There will be a positive relationship between a manager's 
number of years as the manager of the cooperative association and his 
management general planning and decision making performance score. This 
hypothesis stated in the null form is: There is no positive relationship 
between a manager's number of years as the manager of the cooperative 
association and his management general planning and decision making per­
formance score. The computed coefficient of correlation is -0.2554, 
which is statistically significant at the 0.05 level of probability but 
it indicates a negative relationship. Thus the null hypothesis is not 
refuted. These data do not support the original proposition. 
E. H. 72; There V7ill be a positive relationship between a manager's 
number of years as the manager of the cooperative association and his 
management organizing and staffing performance score. This hypothesis 
stated in the null form is: There is no positive relationship between 
a manager's nvmiber of years as the manager of the cooperative association 
and his management organizing and staffing performance score. The computed 
coefficient of correlation is -0.1311, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
E. H. 73: There will be a positive relationship between a manager's 
number of years as the manager of the cooperative association and his 
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management directing and leading performance score. This hypothesis 
stated in the null form is: There is no positive relationship between 
a manager's number of years as the manager of the cooperative association 
and his management directing and leading performance score. The computed 
coefficient of correlation is 0.0511, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not re­
futed. These data do not support the original proposition. 
E. H. 74: There will be a positive relationship between a manager's 
number of years as the manager of the cooperative association and his 
management coordination and communication performance score. This hypothe­
sis stated in the null form is: There is no positive relationship between 
a manager's number of years as the manager of the cooperative association 
and his management coordination and communication performance score. The 
computed coefficient of correlation is -0.0689, which is not statistically 
significant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
E. H. 75: There will be a positive relationship between a manager's 
number of years as the manager of the cooperative associaLiuu and his 
management controlling performance score. This hypothesis stated in the 
null form is: There is no positive relationship between a manager's 
number of years as the manager of the cooperative association and his 
management controlling performance score. The computed coefficient of 
correlation is -0.2159. which is statistically significant at the 0.05 
level of probability but it indicates negative relationship. Thus the 
null hypothesis is not refuted. These data do not support the original 
proposition. 
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Chemical knowledge 
E. H. 76: There will be a positive relationship between a manager's 
chemical knowledge score and his management general planning and decision 
making performance score. This hypothesis stated in the null form is; 
There is no positive relationship between a manager's chemical knowledge 
score and his management general planning and decision making performance 
score. The computed coefficient of correlation is 0.0593, which is not 
statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 77: There will be a positive relationship between a manager's 
chemical knowledge score and his management organizing and staffing per­
formance score. This hypothesis stated in the null form is: There is no 
positive relationship between a manager's chemical knowledge score and 
his management organizing and staffing performance score. The computed 
coefficient of correlation is 0.2121, which is statistically significant 
at the 0.05 level of probability. The null hypothesis is refuted. These 
data do support the original proposition. 
E. H. 78: There will be a positive relationship between a manager's 
chemical knowledge score and his management directing and leading per­
formance score. This hypothesis stated in the null form is: There is no 
positive relationship between a manager's chemical knowledge score and his 
management directing and leading performance score. The computed coef­
ficient of correlation is -0.0037, which is not statistically significant 
at the 0.05 level of probability. The null hypothesis is not refuted. 
These data do not support the original proposition. 
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E. H. 79: There will be a positive relationship between a manager's 
chemical knowledge score and his management coordination and communication 
performance score. Tliis hypothesis stated in the null form is: There 
is no positive relationship between a manager's chemical knowledge score 
and his management coordination and communication performance score. 
The computed coefficient of correlation is 0.1081, which is not statisti­
cally significant at, the 0,05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
E. H. 80: There will be a positive relationship between a manager's 
chemical knowledge score and his management controlling performance score. 
This hypothesis stated in the null form is: There is no positive relation­
ship between a manager's chemical knowledge score and his management 
controlling performance score. The computed coefficient of correlation 
is 0.3699, which is statistically significant at the 0.05 level of proba­
bility. The null hypothesis is refuted. These data do support the 
original proposition. 
Fertilizer knowledge 
E. H, 81: There will be a positive relationship between a manager's 
fertilizer knowledge score and his management general planning and decision 
making performance score. This hypothesis stated in the null form is; 
There is no positive relationship between a manager's fertilizer knowledge 
score and his management general planning and decision making performance 
score. The computed coefficient of correlation is 0.1338, which is not 
statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. These data do not support the original 
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proposition. 
E. H. 82; There will be a positive relationship between a manager's 
fertilizer knowledge score and his management organizing and staffing 
performance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's fertilizer knowledge score 
and his management organizing and staffing performance score. The com­
puted coefficient of correlation is 0.1798, which is not statistically 
significant at the 0.05 level of probability. The null hypothesis is 
not refuted. These data do not support the original proposition. 
E. H. 83: There will be a positive relationship between a manager's 
fertilizer knowledge score and his management directing and leading per­
formance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's fertilizer knowledge score 
and his management directing and leading performance score. The computed 
coefficient of correlation is 0.0014, which is not statistically signifi­
cant at the 0.05 level of probability. These data do not support the 
original proposition. 
E. H. 84: There will be a positive relationship between a manager's 
fertilizer knowledge score and his management coordination and communica­
tion performance score. This hypothesis stated in the null form is: There 
is no positive relationship between a manager's fertilizer knowledge score 
and his management coordination and communication performance score. The 
computed coefficient of correlation is 0,1610, which is not statistically 
significant at the 0.05 level of probability. The null hypothesis is 
not refuted. These data do not support the original proposition. 
E. 11. 85: There will be a positive relationship between a manager's 
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fertilizer knowledge score and his management controlling performance 
score. This hypothesis stated in the null form is: There is no positive 
relationship between a manager's fertilizer knowledge score and his 
management controlling performance score. The computed coefficient of 
correlation is 0,1612, which is not statistically significant at the 0.05 
level of probability. The null hypothesis is not refuted. These data 
do not support the original proposition. 
Finance knowledge 
E. H. 86: There will be a positive relationship between a manager's 
finance knowledge score and his management general planning and decision 
making performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's finance knowledge 
score and his management general planning and decision making performance 
score. The computed coefficient of correlation is 0.4065, which is 
statistically significant at both 0.05 and 0.01 levels of probability. 
The null hypothesis is refuted. These data do support the original 
proposition. 
E. H. 87: There will be a positive relationship between a manager's 
finance knowledge score and his management organizing and staffing per­
formance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's finance knowledge score and 
his management organizing and staffing performance score. The computed 
coefficient of correlation is 0.1433, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
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E. H. 88: There will be a positive relationship between a manager's 
finance knowledge score and his management directing and leading per­
formance score. This hypothesis stated in the null form is; There is no 
positive relationship between a manager's finance knowledge score and his 
management directing and leading performance score. The computed coeffici­
ent of correlation is 0,0459, which is not statistically significant at 
the 0.05 level of probability. The null hypothesis is not refuted. 
These data do not support the original proposition. 
E. H, 89; There will be a positive relationship between a manager's 
finance knowledge score and his management coordination and communication 
performance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's finance knowledge score and 
his management coordination and communication performance score. The 
computed coefficient of correlation is 0.3614, which is statistically 
significant at both 0.05 and 0.01 levels of probability. The null hypothe­
sis is refuted. These data do support the original proposition. 
E. H. 90; There will be a positive relationship between a manager's 
finance knowledge score and his management controlling performance score. 
This hypothesis stated in the null form is: There is no positive relation­
ship between a manager's finance knowledge score and his management con­
trolling performance score. The computed coefficient of correlation is 
0.3155, which is statistically significant at both 0,05 and 0.01 levels of 
probability. The null hypothesis is refuted. These data do support the 
original preposition. 
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Knowledge about money value 
E. H. 91: There will be a positive relationship between a manager's 
knowledge about money value score and his management general planning 
and decision making performance score. This hypothesis stated in the 
null form is; There is no positive relationship between a manager's 
knowledge about money value score and his management general planning and 
decision making performance score. The computed coefficient of correla­
tion is 0.0701, which is not statistically significant at the 0.05 level 
of probability. The null hypothesis is not refuted. These data do not 
support the original proposition. 
E. H. 92: There will be a positive relationship between a manager's 
knowledge about money value score and his management organizing and 
staffing performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's knowledge about money 
value score and his management organizing and staffing performance score. 
The computed coefficient of correlation is 0.0002, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
E. K. 93: There will be a positive relationship between a manager's 
knowledge about money value score and his management directing and leading 
peformance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's knowledge about money value 
score and his management directing and leading performance score. The 
computed coefficient of correlation is -0.0689, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
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E. H. 94: There will be a positive relationship between a manager's 
knowledge about money value score and his management coordination and 
communication performance score. This hypothesis stated in the null 
form is: There is no positive relationship between a manager's knowledge 
about money value score and his management coordination and communication 
performance score. The computed coefficient of correlation is 0.0819, 
which is not statistically significant at the 0.05 level of probability, 
^ae null hypothesis is not refuted. These data do not support the original 
proposition. 
E.H. 95: There will be a positive relationship between a manager's 
knowledge about money value score and his management controlling per­
formance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's knowledge about money value 
score and his management controlling performance score. The computed 
coefficient of correlation is -0.0694, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not re­
futed. These data do not support the original proposition. 
Knowledge about profit building 
E. H. 96: There will be a positive relationship between a manager's 
knowledge about profit building score and his management general planning 
and decision making performance score. This hypothesis stated in the null 
form is: There is no positive relationship between a manager's knowledge 
about profit building score and his management general planning and 
decision making performance score. The computed coefficient of correla­
tion is 0.2166, which is statistically significant at the 0.05 level of 
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probability. The null hypothesis is refuted. These data do support the 
original proposition. 
E. H. 97; There will be a positive relationship between a manager's 
knowledge about profit building score and his management organizing and 
staffing performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's knowledge about 
profit building score and his management organizing and staffing per­
formance score. The computed coefficient of correlation is 0.1702, which 
is not statistically significant at the 0.05 level of probability. The 
null hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 98: There will be a positive relationship between a manager's 
knowledge about profit building score and his management directing and 
leading performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's knowledge about 
profit building score and his management directing and leading performance 
score. The computed coefficient of correlation is 0.0655, which is not 
statistically significant at the 0.05 level of probability. Tlie null 
hypothesis is not refuted. These data do not support the original proposi­
tion. 
E. H. 99: There will be a positive relationship between a manager's 
knowledge about profit building score and his management coordination and 
communication performance score. This hypothesis stated in the null form 
is; There is no positive relationship between a manager's knowledge about 
profit building score and his management coordination and communication 
performance score. The computed coefficient of correlatioa is 0.2247, 
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which is statistically significant at the 0.05 level of probability. 
The null hypothesis is refuted. These data do support the original proposi­
tion. 
E. H. 100: There will be a positive relationship between a manager's 
knowledge about profit building score and his management controlling per­
formance score. This hypothesis stated in the null form is; There is no 
positive relationship between a manager's knowledge about profit building 
score and his management controlling performance score. The computed 
coefficient of correlation is 0.2780, which is statistically significant 
at both 0.05 and 0.01 levels of probability. The null hypothesis is 
refuted. These data do support the original proposition. 
Knowledge about margin determination 
E. H. 101: There will be a positive relationship between a manager's 
knowledge about margin determination score and his management general 
planning and decision making performance score. This hypothesis stated 
in the null form is: There is no positive relationship between a manager's 
knowledge about margin determination score and his management general 
planning and decision making performance score. The computed coefficient 
of correlation is 0.1494, which is not statistically significant at the 
0.05 level of probability. The null hypothesis is not refuted. These 
data do not support the original proposition. 
E. H. 102: There will be a positive relationship between a manager's 
knowledge about margin determination score and his management organizing 
and staffing performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's knowledge about 
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margin determination score and his management organizing and staffing 
performance score. The computed coefficient of correlation is 0.1108, 
which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is not refuted. These data do not support the 
original proposition, 
E. H. 103; There will be a positive relationship between a manager's 
knowledge about margin determination score and his management directing 
and leading performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's knowledge about 
margin determination score and his management directing and leading per­
formance score. The computed coefficient of correlation is -0.0582, which 
is not statistically significant at the 0.05 level of probability. The 
null hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 104: There will be a positive relationship between a manager's 
knowledge about margin determination score and his management coordination 
and communication performance score. This hypothesis stated in the null 
form is: There is no positive relatioiisliip beLweeu a manager's knowledge 
about margin determination score and his management coordination and 
communication performance score. The computed coefficient of correlation 
is 0.2426, which is statistically significant at the 0.05 level of proba­
bility. The null hypothesis is refuted. These data do support the 
original proposition. 
E. H. 105; There will be a positive relationship between a manager's 
knowledge about margin determination score and his management controlling 
performance score. Tiiis liyuoLhesis sLaUed in the null form is; There is 
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no positive relationship between a manager's knowledge about margin 
determination score and his management controlling performance score. The 
computed coefficient of correlation is 0.1479, which is not statistically 
significant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
General hypothesis There will be a relationship between a 
manager's job satisfaction and his management behavior. 
Job satisfaction 
E. H. 106: There will be a positive relationship between a manager's 
job satisfaction score and his management general planning and decision 
making performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's job satisfaction 
score and his management general planning and decision making performance 
score. The computed coefficient of correlation is 0.0351, which is not 
statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. These data do not support the original proposi­
tion. 
E. H. 107: There will be a positive relationship between a manager's 
job satisfaction score and his management organizing and staffing per­
formance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's job satisfaction score and 
his management organizing and staffing performance score. The computed 
coefficient of correlation is 0,0317, which is not statistically signifi­
cant at the 0,05 level of probability. The null hypothesis is not refuted. 
These data do not support the original proposition. 
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E. H. 108: There will be a positive relationship between a manager's 
job satisfaction score and his management directing and leading perform­
ance score. This hypothesis stated in the null form is: There is no 
positive relationship between a manager's job satisfaction score and his 
management directing and leading performance score. The computed coef­
ficient of correlation is 0.1763, which is not statistically significant 
at the 0.05 level of probability. The null hypothesis is not refuted. 
These data do not support the original proposition. 
E. H. 109: There will be a positive relationship between a manager's 
job satisfaction score and his management coordination and communication 
performance score. This hypothesis stated in the null form is: There 
is no positive relationship between a manager's job satisfaction score 
and his management coordination and communication performance score. The 
computed coefficient of correlation is -0.2195, which is statistically 
significant at the 0.05 level of probability but not in the hypothesized 
direction. Thus the null hypothesis is not refuted. These data do not 
support the original proposition. 
E. H. 110: There will be a positive relationship between a manager's 
job satisfaction score and his management controlling performance score. 
This hypothesis stated in the null form is: There is no positive relation­
ship between a manager's job satisfaction score and his management con­
trolling performance score. The computed coefficient of correlation is 
0.0957, which is not statistically significant at the 0.05 level of 
probability. The null hypothesis is not refuted. These data do not 
support the original proposition. 
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General hypothesis 4; There will be a relationship between a 
manager's sources of information and his management behavior. 
Sources of management information 
E. H. Ill; There will be a positive relationship between a manager's 
number of sources of management information and his management general 
planning and decision making performance score. This hypothesis stated 
in the null form is: There is no positive relationship between a manager's 
number of sources of management information and his management general 
planning and decisionmaking performance score. The computed coefficient 
of correlation is 0.1109, which is not statistically significant at the 
0.05 level of probability. The null hypothesis is not refuted. These 
data do not support the original proposition. 
E. 11. 112: There will be a positive relationship between a manager's 
number of sources of management information and his management organizing 
and staffing performance score. Tliis hypothesis stated in the null form 
is; There is no positive relationship between a manager's number of 
sources of management information and his management organizing and staff­
ing performance score. The computed coefficient of correlation is 0.2881, 
which is statistically significant at both the 0.05 and 0.01 levels of 
probability. The null hypothesis is refuted. These data do support the 
original proposition. 
E. H. 113: There will be a positive relationship between a manager's 
number of sources of management information and his management directing 
and leading performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's number of 
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sources of management information and his management directing and lead­
ing performance score. The computed coefficient of correlation is -0.1601, 
which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 114: There will be a positive relationship between a manager's 
number of sources of management information and his management coordina­
tion and communication performance score. This hypothesis stated in the 
null form is: There is no positive relationship between a manager's 
number of sources of management information and his management coordina­
tion and communication performance score. The computed coefficient of 
correlation is -0.0176, which is not statistically significant at the 
0.05 level of probability. The null hypothesis is not refuted. These 
data do not support the original proposition. 
E. H. 115: There will be a positive relationship between a manager's 
number of sources of management information and his management controlling 
performance score. This hypothesis stated in the null form is: There 
is no positive relationRhln between a manager's number of sources of 
management information and his management controlling performance score. 
The computed coefficient of correlation is -0.0200, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
Sources of product information 
E, H. 116: There will be a positive relationship between a manager's 
number of sources of product information and his management general 
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planning and decision making performance score. This hypothesis stated 
in the null form is: There is no positive relationship between a manager's 
number of sources of product information and his management general plan­
ning and decision making performance score. The computed coefficient of 
correlation is 0.0179, which is not statistically significant at the 0.05 
level of probability. The null hypothesis is not refuted. These data 
do not support the original proposition. 
E. H. 117: There will be a positive relationship between a manager's 
number of sources of product information and his management organizing 
and staffing performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's number of 
sources of product information and his management organizing and staffing 
performance score. The computed coefficient of correlation is 0.0329, 
which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 118: There will be a positive relationship between a manager's 
number of sources of pruduct information and his management directing 
and leading performance score. Tiiis hypothesis stated in the null form is: 
There is no positive relationship between a manager's number of sources of 
product information and his management directing and leading performance 
score. The computed coefficient of correlation is 0.2027, which is 
statistically significant at the 0.05 level of probability. The null 
hypothesis is refuted. These data do support the original proposition. 
E. H. 119: There will be a positive relationship between a manager's 
number of sources ol product information and his management coordination 
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and communication performance score. This hypothesis stated in the null 
form is: There is no positive relationship between a manager's number of 
sources of product information and his management coordination and com­
munication performance score. The computed coefficient of correlation 
is 0,1484, which is not statistically significant at the 0.05 level of 
probability. The null hypothesis is not refuted. These data do not 
support the original proposition. 
E. H. 120: There will be a positive relationship between a manager's 
number of sources of product information and his management controlling 
performance score. This hypothesis stated in the null form is: There 
is no positive relationship between a manager's number of sources of 
product information and his management controlling performance score. 
The computed coefficient of correlation is -0.0261, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
General hypothesis There will be a relationship between 
competition in the market areas serviced by the association 
and the managers of the association management behavior. 
Number of similar businesses 
E. K. 121; There will be a positive relationship between the number 
of similar businesses in the market areas serviced by the association and 
the manager of the association management general planning and decision 
making performance score. This hypothesis stated in the null form is: 
There is no positive relationship between the number of similar businesses 
in the market areas serviced by the association and the manager of the 
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association management general planning and decision making performance 
score. The computed coefficient of correlation is -0.0575, which is not 
statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 122; There will be a positive relationship between the number 
of similar businesses in the market areas serviced by the association and 
the manager of the association management organizing and staffing per­
formance score. This hypothesis stated in the null form is: There is 
no positive relationship between the number of similar businesses in the 
market areas serviced by the association and the manager of the association 
management organizing and staffing performance score. The computed coef­
ficient of correlation is 0,3495, which is statistically significant at 
both 0.05 and 0.01 levels of probability. The null hypothesis is refuted. 
These data do support the original proposition. 
E. H. 123: There will be a positive relationship between the number 
of similar businesses in the market areas serviced by the association 
and the manager of the association management directing and leading 
performance score. This hypothesis stated in the null form is: There is 
no positive relationship between the number of similar businesses in the 
market areas serviced by the association and the manager of the associa­
tion management directing and leading performance score. The computed 
coefficient of correlation is -0.0382, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not refuted. 
These data do not support the original proposition, 
124: There will be a positive relationship between the number 
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of similar businesses in the market areas serviced by the association 
and the manager of the association management coordination and communica­
tion performance score. This hypothesis stated in the null form is: 
There is no positive relationship between the number of similar businesses 
in the market areas serviced by the association and the manager of the 
association management coordination and communication performance score. 
The computed coefficient of correlation is 0.1815, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
E. H. 125; There will be a positive relationship between the number 
of similar businesses in the market areas serviced by the association and 
the manager of the association management controlling performance score. 
This hypothesis stated in the null form is: There is no positive relation­
ship between the number of similar businesses in the market areas serviced 
by the association and the manager of the association management con­
trolling performance score. The computed coefficient of correlation is 
0,1297. which is not statistically significant at the 0.05 level of 
prnbability. The null hypothesis is not refuted. These data do not 
support the original proposition. 
Competition rate 
E. Ho 126: There will be a positive relationship between a manager's 
perception of competition rate score and his management general planning 
and decision making performance score. This hypothesis stated in the null 
form is: There is no positive relationship between a manager's perception 
of competition rate score and his management general planning and decision 
307 
making performance score. The computed coefficient of correlation is 
-0.1091, which is not statistically significant at the 0.05 level of 
probability. The null hypothesis is not refuted. These data do not 
support the original proposition. 
E. H. 127: There will be a positive relationship between a manager's 
perception of competition rate score and his management organizing and 
staffing performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's perception of 
competition rate score and his management organizing and staffing per­
formance score. The computed coefficient of correlation is -0,0410, 
which is not statistically significant at the 0,05 level of probability. 
The null hypothesis is not refuted. These data do not support the original 
proposition, 
E. H. 128: There will be a positive relationship between a manager's 
perception of competition rate score and his management directing and 
leading performance score. This hypothesis stated in the null form is: 
There is no positive relationship between a manager's perception of 
competition rate score and his management directing and leading performance 
score. Tlie computed coefficient of correlation is -0.0034, which is not 
statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. These data do not support the original 
proposition. 
E. H. 129: There will be a positive relationship between a manager's 
perception of competition rate score and his management coordination and 
communication performance score. This hypothesis seated in the null form 
is; There is no positive relationship between a manager's perception of 
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competition rate score and his management coordination and communication 
performance score. The computed coefficient of correlation is -0.0106, 
which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is not refuted. These data do not support the 
original proposition. 
E. H. 130: There will be a positive relationship between a manager's 
perception of competition rate score and his management controlling per­
formance score. This hypothesis stated in the null form is: There is 
no positive relationship between a manager's perception of competition 
rate score and his management controlling performance score. The computed 
coefficient of correlation is -0.0850, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not refuted. 
These data do not support the original proposition. 
The restrictions of the competitive situation 
E. H. 131: There will be a positive relationship between a -manager's 
perception of the restrictions of the competitive situation score and 
his management general planning and decision making performance score. 
This hypothesis stated in the null form is: There is no positive relation­
ship between a manager's perception of the restrictions of the competitive 
situation score and his management general planning and decision making 
performance score. The computed coefficient of correlation is -0.1208, 
which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is not refuted. These data do not support the original 
proposition, 
E. H. 132: There will be a positive relationship between a manager's 
309 
perception of the restrictions of the competitive situation score and his 
management organizing and staffing performance score. This hypothesis 
stated in the null form is: There is no positive relationship between 
a manager's perception of the restrictions of the competitive situation 
score and his management organizing and staffing performance score. The 
computed coefficient of correlation is -0.1707, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not rupport the original proposition. 
E. H. 133: There will be a positive relationship between a manager's 
perception of the restrictions of the competitive situation score and his 
management directing and leading performance score. This hypothesis stated 
in the null form is: There is no positive relationship between a manager's 
perception of the restrictions of the competitive situation score and 
his management directing and leading performance score. The computed 
coefficient of correlation is -0.1669, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not refuted. 
These data do not support the original proposition. 
E. H. 134: There will be a positive relationship between a manager's 
perception of the restrictions of the competitive situation score and his 
management coordination and communication performance score. This hypothe­
sis stated in the null form is; There is no positive relationship between 
a manager's perception of the restrictions of the competitive situation 
score and his management coordination and communication performance score. 
The computed coefficient of correlation is -0.1923, which is not statisti­
cally significant at the 0.05 level of probability. Tlie null hypothesis 
is not refuted. These data do not support the original proposition. 
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E. H. 135: There will be a positive relationship between a manager's 
perception of the restrictions of the competitive situation score and his 
management controlling performance score. This hypothesis stated in the 
null form is: There is no positive relationship between a manager's 
perception of the restrictions of the competitive situation score and 
his management controlling performance score. The computed coefficient 
of correlation is -0.1987, which is not statistically significant at the 
0.05 level of probability. The null hypothesis is not refuted. These 
data do not support the original proposition. 
Success in competition 
E. H. 136: There will be a positive relationship between a manager's 
perception of success in competition score and his management general 
planning and decision making performance score. This hypothesis stated 
in the null form is: There is no positive relationship between a manager's 
perception of success in competition score his management general 
planning and decision making performance score. The computed coefficient 
of correlation is 0.1585, which is not statistically significant at the 
0.05 level of probability. The null hypothesis is not refuted. These 
data do not support the original proposition. 
E. H. 137: There will be a positive relationship between a manager's 
perception of success in competition score and his management organizing 
and staffing performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's perception 
of success in competition score and his management organizing and staffing 
performance score. The computed coefficient of correlation is 0.1814, 
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which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is not refuted. These data do not support the origi­
nal proposition. 
E. H. 138: There will be a positive relationship between a manager's 
perception of success in competition score and his management directing 
and leading performance score. This hypothesis stated in the null form 
is: There is no positive relationship between a manager's perception of 
success in competition score and his management directing and leading 
performance score. The computed coefficient of correlation is 0.1800, 
which is not statistically significant at the 0.05 level of probability. 
The null hypothesis is not refuted. These data do not support the 
original proposition. 
E. H. 139; There will be a positive relationship between a manager's 
perception of success in competition score and his management coordination 
and communication performance score. This hypothesis stated in the null 
form is: There is no positive relationship between a manager's per­
ception of success in competition score and his management coordination 
and cujiuiiuaicaLioû performance score. The computed coefficient of correla­
tion is 0.1529, which is not statistically significant at the 0.05 level 
of probability. The null hypothesis is not refuted. These data do not 
support the original proposition. 
E. H. 140: There will be a positive relationship between a manager's 
perception of success in competition score and his management controlling 
performance score. This hypothesis stated in the null form is; There is 
no positive relationship between a manager's perception of success in 
coiupeLitioii score and his management controlling performance score. The 
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computed coefficient of correlation is 0.1291, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
General hypothesis There will be a relationship between a 
manager's management behavior practices and the efficiency of 
the business firm or association. 
Fertilizer sales 
E. H. 141; There will be a positive relationship between a manager's 
management general planning and decision making performance score and his 
farmer cooperative association fertilizer sales score. This hypothesis 
stated in the null form is; There is no positive relationship between 
a manager's management general planning and decision making performance 
score and his farmer cooperative association fertilizer sales score. The 
computed coefficient of correlation is 0.1583, which is not statistically 
significant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
E. H. 142; There will be a positive relationship between a manager's 
management organizing and staffing performance score and his farmer 
cooperative association fertilizer sales score. This hypothesis stated 
in the null form is; There is no positive relationship between a manager's 
management organizing and staffing performance score and his farmer 
cooperative association fertilizer sales score. The computed coefficient 
of correlation is 0.2462, which is statistically significant at the 0.05 
level of probability. The null hypothesis is refuted. These data cio 
support the original proposition. 
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E. H. 143; There will be a positive relationship between a manager's 
management directing and leading performance score and his farmer coopera­
tive association fertilizer sales score. This hypothesis stated in the 
null form is; There is no positive relationship between a manager's 
management directing and leading performance score and his farmer coopera­
tive association fertilizer sales score. The computed coefficient of 
correlation is 0.0968, which is not statistically significant at the 
0.05 level of probability. The null hypothesis is not refuted. These 
data do not support the original proposition. 
E. H, 144: There will be a positive relationship between a manager's 
management coordination and communication performance score and his 
farmer cooperative association fertilizer sales score. This hypothesis 
stated in the null form is; There is no positive relationship between 
a manager's management coordination and communication performance score 
and his farmer cooperative association fertilizer sales score. The 
computed coefficient of correlation is 0.2646, which is statistically 
significant at both 0.05 aaJ 0,01 levels of probability. The null 
hypothesis is refuted. These data do support the original proposition. 
E. H. 145; There will be a positive relationship between a manager's 
management controlling performance score and his farmer cooperative 
association fertilizer sales score. This hypothesis stated in the null 
form is : There is no positive relationship between a manager's manage­
ment controlling performance score and his farmer cooperative association 
fertilizer sales score. The computed coefficient of correlation is 
0.1794, which is not statistically significant at the 0.05 level of proba­
bility. The null hypothesis is not refuted. These data do not support 
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the original proposition. 
Cost per dollar sales 
E. H. 146: There will be a negative relationship between a manager's 
management general planning and decision making performance score and 
cost per dollar sales in dollars in the farmer cooperative association. 
This hypothesis stated in the null form is: There is no negative relation­
ship between a manager's management general planning and decision making 
performance score and cost per dollar sales in dollars in the farmer 
cooperative association. The computed coefficient of correlation is 
0.0356, which is not statistically significant at the 0.05 level of 
probability. The null hypothesis is not refuted. These data do not sup­
port the original proposition. 
E. H, 147: There will be a negative relationship between a manager's 
management organizing and staffing performance score and cost per dollar 
sales in dollars in the farmer cooperative association. Tiiis hypothesis 
stated in the null form is: There is no negative relationship between 
a manager's management organizing and staffing performance score and cost 
per dollar sales in dollars in the farmer cooperative association. The 
computed coefficient of correlation is 0.4008, which is statistically 
significant at both 0.05 and 0.01 levels of probability. The null hypothe­
sis is not refuted since the coefficient of correlation indicates positive 
relationship which is in contradiction with the assumed hypothesis. Thus 
these data do not support the original proposition. 
E. H. 148: There will be a negative relationship between a manager's 
management directing and leading performance score and cost per do!lar 
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sales in dollars in the farmer cooperative association. This hypothesis 
stated in the null form is: There is no negative relationship between 
a manager's management directing and leading performance score and cost 
per dollars sales in dollars in the farmer cooperative association. The 
computed coefficient of correlation is 0.1194, which is not statistically 
significant at the 0.05 level of probability. The null hypothesis is not 
refuted. These data do not support the original proposition. 
E. H. 149: There will be a negative relationship between a manager's 
management coordination and communication performance score and cost per 
dollar sales in dollars in the farmer cooperative association. This 
hypothesis stated in the null form is: There is no negative relationship 
between a manager's management coordination and communication performance 
score and cost per dollar sales in dollars in the farmer cooperative 
association. The computed coefficient of correlation is 0.0985, which is 
not statistically significant at the 0.05 level of probability. The null 
hypothesis is not refuted. These data do not support the original proposi­
tion, 
E= H: 150: There will be a negative relationship between a manager's 
management controlling performance score and cost per dollar sales in 
dollars in the farmer cooperative association. This hypothesis stated 
in the null form is: There is no negative relationship between a manager's 
management controlling performance score and cost per dollar sales in 
dollars in the farmer cooperative association. The computed coefficient 
of correlation is 0.2680, which is statistically significant at the 0.05 
level of probability but has a positive sign. The null hypothesis is not 
iefuted. These data do not support the original proposition. 
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General hypothesis _7: There will be a relationship between 
a manager's management behavior practices and relative economic 
success of the business firm or association. 
Average net operating revenue 
E. H. 151; There will be a positive relationship between a manager's 
management general planning and decision making performance score and his 
farmer cooperative association average net operating revenue in dollars. 
This hypothesis stated in the null form is: There is no positive relation­
ship between a manager's management general planning and decision making 
performance score and his farmer cooperative association average net 
operating revenue in dollars. The computed coefficient of correlation 
is 0.2324, which is statistically significant at the 0.05 level of proba­
bility. The null hypothesis is refuted. These data do support the origi­
nal proposition. 
E. H. 152: There will be a positive relationship between a manager's 
management organizing and staffing performance score and his farmer 
cooperative association average net operating revenue in dollars. This 
hypothesis stated in the null form is: There is no positive relationship 
between a manager's management organizing and staffing performance score 
and his farmer cooperative association average net operating revenue in 
dollars. The computed coefficient of correlation is 0.3473, which is 
statistically significant at both 0.05 and 0.01 levels of probability. 
The null hypothesis is refuted. These data do support the original 
proposition. 
E. H. 153; There will be a positive relationship between a manager's 
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management directing and leading performance score and his farmer coopera­
tive association average net operating revenue in dollars. This hypothe­
sis stated in the null form is: There is no positive relationship between 
a manager's management directing and leading performance score and his 
farmer cooperative association average net operating revenue in dollars. 
The computed coefficient of correlation is 0.1023, which is not statisti­
cally significant at the 0.05 level of probability. The null hypothesis 
is not refuted. These data do not support the original proposition. 
E. H. 154: There will be a positive relationship between a manager's 
management coordination and communication performance score and his farmer 
cooperative association average net operating revenue in dollars. This 
hypothesis stated in the null form is: There is no positive relationship 
between a manager's management coordination and communication performance 
score and his farmer cooperative association average net operating revenue 
in dollars. The computed coefficient of correlation is 0.2530, which is 
statistically significant at the 0.05 level of probability. The null 
hypothesis is refuted. These data do support the original proposition. 
E. K. 155: There will be a positive relationship between a manager's 
management controlling performance score and his farmer cooperative 
association average net operating revenue in dollars. This hypothesis 
stated in the null form is: There is no positive relationship between a 
manager's management controlling performance score and his farmer coopera­
tive association average net operating revenue in dollars. The computed 
coefficient of correlation is 0.1376, which is not statistically signifi­
cant at the 0.05 level of probability. The null hypothesis is not refuted. 
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Multiple relationships 
"ïV 
General hypothesis 8 :  There will be a relationship between a 
manager's selected personal variables, selected situational 
variables and his management behavior. 
E. H. 156: There will be a relationship between 28 manager s 
selected personal variables, selected situational variables and his 
management general planning and decision making performance score. This 
hypothesis stated in the null form is: There is no relationship between 
28 manager's selected personal variables, selected situational variables 
and management general planning and decision making performance score. 
The computed F value is 2.1164 with 28 and 69 degrees of freedom. This is 
significant at both 0.05 and 0.01 levels of probability. The null hypothe­
sis is refuted. These data do support the original proposition. Data 
relevant to this hypothesis are presented in Tables 66 and 67. 
Table GG. Analysis of variance relevant to data of E. H. 156 
Source of Degrees of Sum of Mean 
variation freedom squares square F - ratio 
Regression 28 39.4497 1,4089 2.1164 
Residual _6^ 45.9338 0.6657 
Total 97 85.3835 
2 
R = 0.46 F is significant at both levels 0.05 & 0.01. 
Standard error = 0.8159 
* 
General hypothesis 8 is a verbal expression of Equation 6 in the 
developed analytical model. 
The 28 variables are the same personal and situational variables 
previously presented throughout this thesis. 
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Vf 
Table 67. Selected statistics from regression estimates of Equation 6 
as partially tested by E. H. 156 
Variable Regression coefficient Standard error 
1 -3.8916 1.6894 
7 -0,0016 0.0091 
8 0.0021 0.0019 
9 0.0057 0.0041 
10 0.0062 0.0049 
11 0.0039 0.0031 
12 0.0031 0,0057 
13 -0.0017 0.0115 
14 0.0031 0.0109 
15 -0,0376 0,0618 
16 0.0023 0,0600 
17 -0.0357 0.0173 
18 0.0036 0.0140 
19 0.0778 0.0512 
20 -0.0237 0,0489 
21 0.3851 0.2233 
22 -0,0305 0.0744 
23 0.0606 0.0540 
24 0.0825 0.0258 
25 0.0290 0.0569 
26 0.0129 0.0789 
27 0.0349 0.0933 
28 -0.0018 0.0082 
29 0.U08U 0.0098 
30 0.0096 0.0138 
31 -0.0047 0.0085 
32 -0.0965 0,1674 
33 0.0466 0,0464 
34 0.0679 0,0705 
Equation 6 in the developed analytical model. 
The variables shown in Table 67 are as follows: 
= Management general planning and decision making performance. 
X_ = Attitude toward profit accumulation. 
Xg = Perception of job. 
Xg = Attitude toward assuming risk. 
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= Attitude toward progressivism. 
^ = Attitude toward individualism. 
X^^ = Attitude toward traditional means of management. 
= Attitude toward independence. 
X^^ = Attitude toward management orientation. 
X^^ = Years of formal education. 
X^^ = Years of vocational agriculture, 
X^y = Years as manager of the farmer cooperative. 
X o = Management experience. 
io 
X^g = Management training. 
X^Q = Farm work experience. 
X^^ = Any specialized training. 
^22 ~ Chemical knowledge. 
^23 ~ Fertilizer knowledge. 
X^^ = Finance knowledge. 
X^^ = Knowledge about money value. 
X^^ = Knowledge about profit building, 
= Knowledge about margin determinetinn, 
X„_ = Job satisfaction. 
Zo 
^29 ~ Sources of management information. 
X^Q = Sources of product information. 
X^^ = Number of similar businesses in the trade area. 
X^^ = Competition rate. 
X^^ = Restrictions of the competitive situation. 
, - Perception of success in competition. 
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An estimate of the management general planning and decision making 
performance may be secured by substituting appropriate values of 
through in the prediction equation. 
Y = a + b^X^ + bgXg + ... + bggXg^ 
where "a" is constant and b^ through b^g are respective coefficients of 
regression of through X^^. Itie value of regression coefficients have 
been determined earlier (Table 67). After solving for the "a" value, 
sometimes called the "Y-interceptthe prediction equation is obtained, 
Y = (-3.8916) + (-0.0016)X + (0.0021)X + (0.0057)Xg + (0.0062)X^q 
+ (0.0039)X + (0.0031)X 2 + (-0.0017)X + (0.0031)X^^ + 
(-0.0376)X^ +  (0.0023)X^ + (-0.0357)X^^ +(0.0036)X ^ g  +  
(0.0778)X^g + (-0.0237)X2Q + (0.3851)X2^ + (-0.0305)X22 + 
(0.0506)X23 + (Q.Q825)X^^ + (0.0290)X^^ + (n.ni29)X_^ + 
(0.0349)X22 + (-0.0018)X2g + (0.0080)X,,q + (0.0096)X^Q + 
(-0.0047)% + (-0.0965)X , + (0.0466)X33 + (0.0679)X2^. 
By substituting a manager's score on each of the twenty-eight inde­
pendent variables (in this case), his management general planning and 
2 decision making performance score may be estimated. The R value is 0.46 
which means that fourty-six per cent of the variation in the dependent 
variable of this equation, that is management general planning and decision 
making performance, has been explained by the twenty-eight independent 
variables in this equation. However, the proportion of variance reported 
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as "explained" is the proportion of the variance explained in the sample 
used in this study. The proportion of the variance explained in future 
2 
samples from the same population would be less than the mentioned R value 
* 
and is estimated by the square of the average coefficient of determination , 
2 
generally known as "shrunken" R'. The value of the "shrunken" R' , in 
2 
this case, is 0.24 which is an estimate of the value of R if the effects 
of correlated error were eliminated. 
E. H. 157: There will be a relationship between 28 manager's selected 
personal variables, selected situational variables and his management 
organizing and staffing performance score. This hypothesis stated in the 
null form is: There is no relationship between 28 manager's selected 
personal variables, selected situational variables and his management 
organizing and staffing performance score. The computed F value is 2.2664 
with 28 and 69 degrees of freedom. This is significant at both 0.05 
and 0.01 levels of probability. The null hypothesis is refuted. These 
data do support the original proposition. Data relevant to this hypothe­
sis arc presented in Tables 68 and 69. 
The average coefficient of determination or "shrunken" (R') provide 
estimates of what the values of R would be if the effects of correlated 
error were eliminated. R' is an estimate of the value of R in the parent 
population from which the sample was drawn. The values of R', hereinafter, 
will be calculated according to the formula: 
R' - /i - (1 - R2) (g : ;. 
where N is the sample size and n is the number of predictor variables 
(24b, p. 153). 
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Table 68. Analysis of variance relevant to data of E. H. 157 
Source of Degrees of Sum of Mean 
variation freedom squares square F - ratio 
Regression 28 50.9626 1.8201 2.2664 
Residual 69 55.4134 0.8031 
Total 97 106.3760 
R^ = 0.48 
F is significant at both levels 0.05 and 0.01 
Standard error = 0.8962 
Table 69. Selected statistics from regression estimates of Equacion 6 
as partially tested by E. H. 157 
Variable Regression coefficient Standard error 
2 -1.7104 1.8556 
7 -0.0108 0.0100 
8 0.0036 0.0021 
9 0.0070 0.0046 
10 0.0125 0.0054 
11 -0.0018 0.0034 
12 -0.0013 0.0063 
13 -0.0043 0,0126 
14 -0.0044 0.0120 
15 -0.0337 0.0678 
16 -0.0667 0.0659 
17 -0.0410 0.0190 
18 0.0270 0.0153 
19 0.0770 0.0562 
20 -0.0512 0.0537 
21 -0.0499 0.2452 
22 0.0720 0.0817 
23 0.0335 0.0594 
24 0.0527 0.0284 
25 -0.0599 0.0625 
26 0.0761 0.0866 
* 
Equation 5 in the developed analytical model. 
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Table 69. (Continued) 
Variable Regression coefficient Standard error 
27 -0.0835 0.1025 
28 -0.0039 0.0090 
29 0.0255 0.0108 
30 0.0052 0.0152 
31 0.0286 0.0093 
32 0.2613 0.1838 
33 0.0325 0.0509 
34 0.0255 0.0774 
The variables shown in Table 69 are as follows: 
Xg = Management organizing and staffing performance 
= Attitude toward profit accumulation 
Xg = Perception of job 
Xg = Attitude toward assuming risk 
X^Q - Attitude toward progrèssivism 
X^^ = Attitude toward individualism 
X^2 - Attitude toward traditional means of management 
X^2 - Attitude toward independence 
X^^ = Attitude toward management orientation 
X^^ = Years of formal education 
X^^ = Years of vocational agriculture 
X^^ = Years as manager of the farmer cooperative 
X^g = Management experience 
- Management training 
X^Q = Farm work experience 
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= Any specialized training 
= Chemical knowledge 
X^^ = Fertilizer knowledge 
Xg^ = Finance knowledge 
Xg^ = Knowledge about money value 
X^g = Knowledge about profit building 
X^^ = Knowledge about margin determination 
X„„ = Job satisfaction 
X^g = Sources of management information 
X^g = Sources of product information 
X^^ = Number of similar businesses in the trade area 
X^^ = Competition rate 
X^^ = Restrictions of the competitive situation 
X^^ = Perception of success in competition. 
An estimate of the management organizing and staffing performance 
may be secured by substituting appropriate values of X^ through X^^ in 
the prediction equation. 
Y = a + b^X^ + b^Xg + ,.. + b^gX^^. 
where "a" is constant and b^ through b^g are respective coefficients of 
regression of Xy through X^^. Tlie value of regression coefficients have 
been determined earlier (Table 69). After solving for the "a" value, 
sometimes called the "Y-intercept," as previously stated, the prediction 
equation is obtained. 
Y = (-1.7104) + (-0.0108)X + (0.003G)Xg + (0.0070)Xg r 
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(0.0125)X Q + (-0.0018)X^^ + (-0.0013)X^2 + (-0.0043)X^2 + 
(-0.0044)X ,  + (-0.0337)X^g + (-0.0667)X^^ + (-0.0410)X^^ + 
(0.0270)X^g + (0.0770)X^g + (-O.OSIZ^X^Q + (-0.0499)X2^ + 
(0.0720)X22 + (n.0335)X2 + (0.0527)X2^+ (-0.0599)X2^ + 
(0.0761)X2 + (-0.0835)X22^ + (-0.0039)X2g + (0.0255)X2g + 
(0.0052)X2o + (0.0286)X3 + (0.2613)X22 + (0.0325)X22 + 
(0.0255)X2^. 
By substituting a manager's score on each of the twenty-eight inde­
pendent variables in the above equation, his management organizing and 
2 
staffing performance score may be estimated. The R value is 0.48 
which means that fourty-eight per cent of the variation in the dependent 
variable of this equaton, that is management organizing and staffing 
performance, has been explained by the twenty-eight independent variables 
in this regression equation. However, the proportion of variance reported 
as "explained" is the proportion of the variance explained in the sample 
used in this study. The proportion of the variance explained in future 
2 
samples from the same population would be less than the mentioned R value 
2 2 
and is estimated by the "shrunken" R' . Tae value of the "shrunken" R' , 
2 in this case, is 0.27 which is an estimate of the value of R in the 
parent population from which the sample was drawn. 
E. H. 158: There will be a relationship between 28 manager's selected 
personal variables, selected situational variables and his management 
directing and leading performance score. This hypothesis stated in the 
null form, is: There is no relationship between 28 manager's selected 
personal variables, selected situational variables and his management 
directing and leading performance score. The computed F value is 1.01U6 
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with 28 and 69 degrees of freedom. This is not significant at the 0.05 
level of probability. The null hypothesis is not refuted. These data 
do not support the original proposition. Data relevant to this hypothe­
sis are presented in Tables 70 and 71. 
Table 70. Analysis of variance relevant to data of E. H. 158 
Source of Degrees of Sum of Mean 
variation freedom squares square F - ratio 
Regression 28 193.7473 6.9195 1.0106 
Residual 69 472.4568 6.8472 
Total 97 666.2041 
R^ = 0.29 
F is not significant at 0.05 level 
Standard error = 2.6167 
Table 71. Selected statistics from regression estimates of Equation 6 
as partially tested by E. H. 158 
Variable Regression coefficient Standard error 
3 -1.2303 5.4182 
7 0.0148 0.0292 
8 -0.0054 0.0062 
9 -0.0075 0.0133 
10 -0.0304 0.0157 
11 -0.0079 O.OlOO 
12 0.0334 0.0183 
13 0.0268 0.0369 
14 0.0118 0.0350 
15 0.3593 0.1980 
16 0.0275 0.1923 
17 0.0342 0.0555 
18 -0.0049 0.0448 
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Table 71. (Continued) 
Variable Regression coefficient Standard error 
20 0.1567 0.1568 
21 0.9900 0.7161 
22 0.0209 0.2387 
23 -0.1205 0.1733 
24 -0.0911 0.0829 
25 -0.0710 0.1826 
26 0,1503 0.2529 
27 -0.2457 0.2992 
28 0.0315 0.0263 
29 -0.0707 0.0315 
30 0.0798 0.0443 
31 -0.0069 0.0273 
32 -0.0455 0,5368 
33 -0.1901 0.1487 
34 0.3519 0.2261 
The variables shown in Table 71 are as follows: 
= Management directing and leading performance 
= Attitude toward profit accumulation 
Xg = Perception of job 
Xp = Attitude toward assuming risk 
10 Attitude toward progressivism 
11 
= Attitude toward individualism 
12 
= Attitude toward traditional means of management 
13 
Attitude toward independence 
14 
= Atti tude toward management orientation 
15 Years of formal education 
16 
= Years of vocational agriculture 
17 
= Years as manager of the farmer cooperative 
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X o = Management experience io 
= Management training 
^20 ~ work experience 
X^^ = Any specialized training 
X_2 = Chemical knowledge 
^23 ~ Fertilizer knowledge 
X^^ - Finance knowledge 
Xgg - Knowledge about money value 
^26 ~ Knowledge about profit building 
X^y - Knowledge about margin determination 
Xgg = Job satisfaction 
Xgg - Sources of management information 
X^Q = Sources of product information 
X^^ = Number of similar businesses in the trade area 
X32 = Competition rate 
X33 = Restrictions of the competitive situation 
Xg^ = Perception of success in competition 
Since the overall regression of the above regression equatiuu is not 
significant at 0.05 level of probability no attempt has been made to 
develop prediction equation to this dependent variable, that is manage­
ment directing and leading performance. 
E. H. 159: There will be a relationship between 28 manager's selected 
personal variables, selected situational variables and his management 
coordination and communication performance score. This hypothesis stated 
in the null form is: There is no relationship between 28 manager's 
selected personal variables, selected situational variables and his 
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management coordination and communication performance score. Tlie com­
puted F value is 2.3711 with 28 and 69 degrees of freedom. This is 
significant at both 0.05 and 0.01 levels of probability. The null 
hypothesis is refuted. These data do support the original proposition. 
Data relevant to this hypothesis are presented in Tables 72 and 73. 
Table 72. Analysis of variance relevant to data of E. H. 159 
Source of Degrees of Sum of Mean 
variation freedom squares square F - ratio 
Regression 28 43.7295 1.5618 2.3711 
Residual 69 45.4473 0.6587 
Total 97 89.1768 
R^ = 0.49 
F is significant at 0.05 and 0.01 levels of probability 
Standard error = 0.8116 
Table 73. Selected statistics from regression estimates of Equation 6 
as partially tested by E. 11. 159 
Variable Regression coefficient Standard error 
4 -1.1982 1,6805 
7 0.0025 0.0091 
8 0.0021 0.0019 
9 0,0122 0.0041 
10 -0.0018 0,0049 
11 -0.0026 0.0031 
12 0,0132 0.0057 
13 0.0240 0.0114 
14 0.0002 0.0109 
15 -0.0100 0.0614 
16 0.0024 0.0596 
17 0.0036 0.0172 
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Table 73. (Continued) 
Variable Regression coefficient Standard error 
19 -0.0385 0.0509 
20 0.0054 0.0486 
21 0.0247 0.2221 
22 0.0945 0.0740 
23 0.0019 0.0538 
24 0.0504 0.0257 
25 0.0030 0.0566 
26 0.0505 0.0784 
27 0.0652 0.0928 
28 -0.0148 0.0082 
29 -0.0091 0.0098 
30 0.0287 0.0137 
31 0.0055 0.0085 
32 0.1733 0.1665 
33 -0.0079 0.0461 
34 0.1357 0.0701 
The variables shown in Table 73 are as follows: 
= Management coordination and communication performance 
Xj = Attitude toward profit accumulation 
Xg = Perception of job 
Xg = Attitude toward assuming risk 
= Attitude toward progressivism 
X^ ^ = Attitude toward individualism 
X^g = Attitude toward traditional means of management 
Xj^2 - Attitude toward independence 
= Attitude toward management orientation 
= Years of formal éducation 
X^^ = Years of vocational agriculture 
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^17 
Years as manager of the farmer cooperative 
^8 
= Management experience 
^9 
= Management training 
^20 
= Farm work experience 
^21 
= Any specialized training 
^22 
= Chemical knowledge 
^23 
= Fertilizer knowledge 
^24 
= Finance knowledge 
^25 
= Knowledge about money value 
^26 
= Knowledge about profit building 
^27 
= Knowledge about margin determination 
^28 
= Job satisfaction 
^29 
= Sources of management information 
^30 
= Sources of product information 
Si 
= Number of similar businesses in the trade 
S 2 
= Competition rate 
X^3 
= Restrictions of the competitive situaLion 
^4 
= Perception of success in competition 
An estimate of the management coordination and communication per­
formance may be secured by substituting appropriate values of through 
^34 the prediction equation. 
Y = a + b^Xy + b^Xg^- ... + ^ 28^34' 
where "a" is constant and through are respective coefficients of 
regression of through X^^. Tlie value of regression coefficients have 
been determined earlier (Table 73). After solving for the "a" value, the 
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prediction equation is obtained, 
Y =  ( -1 .1982)  + (0 .0025)X + (0 .0021)X + (0 .0122)Xg + 
(-0.0018)Xjq + (_0.0026)X + (0.0132)X^2 + (0.0240)X^2 + 
(0 ,0002)X^^ + (-O.OIOO)X^ + (0 .0024)X + (•0 .0036)X^^ + 
( -0 .0105)Xjg + ( -0 .0385)X^ + (0 .0054)X2q (0 .0247)X2^ + 
(0.0945)X22 + (0.0019)X23 + (0.0504)X2, + (0.0030)X2^ + 
(0.0505)X2g + (0.0662)X27 + (-0.0148)X2 + (-0.0091)X2g + 
(0 .0287)X2 + (0 .0055)X + (0 .1733)X_ + ( -0 .0079)X23 + 
(0.1357)X3^. 
By substituting a manager's score on each of the twenty-eight inde­
pendent variables in the above equation, his management coordination and 
2 
communication performance score may be estimated. The R value is 0.49 
which means that fourty-nine per cent of the variation in the dependent 
variable of this equation, that is management coordination and communica­
tion performance, has been explained by the twenty-eight independent 
variables in this equation. However, the proportion of variance reported 
as "explained" is che proportion of the variance explained in the sample 
used in this scudy. Trie proportion of the variance explained in future 
2 
samples from the same population would be less than the mentioned R value 
2 2 
and is estimated by the "shrunken" R' . The value of the "shrunken" R' , 
2 in this case, is 0.18 which is an estimate of the value of R if the 
2 
effects of correlated error were eliminated. In other words, R' is an 
2 
estimate of the value of R in the parent population from which the sample 
was dravTn. 
E. H. 160: There will be a relationship between 28 manager's selected 
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personal variables, selected situational variables and his management 
controlling performance score. This hypothesis stated in the null form 
is; There is no relationship between 28 manager's selected personal 
variables, selected situational variables and his management controlling 
performance score. The computed F value is 2.5491 with 28 and 69 degrees 
of freedom. This is significant at both 0.05 and 0.01 levels of proba­
bility. The null hypothesis is refuted. These data do support the 
original proposition. Data relevant to this hypothesis are presented in 
Tables 74 and 75. 
Table 74. Analysis of variance relevant to data of E. H. 160 
Source of Degrees of Sum of Mean 
variation freedom squares square F - ratio 
Regression 28 1891.0509 67 .5375 2.5491 
Residual 69 1828.1571 26 .4950 
Total 97 3719.2080 
= 0.51 
F is significant 
Standard error = 
at both 
5.1473 
levels 0.05 and 0,01 
Table 75. Selected statistics from regression estimates of Equation 6 
as partially tested by E. H. 160 
Variable Regression coefficient Standard error 
5 -14.1010 10.6582 
7 0.0631 0.0575 
8 0.0135 0.0121 
9 0.0444 0.0262 
10 -0.0372 0.0308 
11 -0.0354 0.0197 
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Table 75. (Continued) 
Variable Regression coefficient Standard error 
12 0.0051 0.0359 
13 0.0517 0.0725 
14 -0.0157 0.0689 
15 0.4799 0.3896 
16 -0.0708 0.3783 
17 -0,2265 0.1092 
18 0.0635 0.0881 
19 -0.1052 0.3229 
20 -0.9413 0.3085 
21 2.4665 1.4086 
22 1.8132 0.4695 
23 0.0367 0.3409 
24 0.1841 0.1631 
25 -0.3169 0.3591 
26 1.1150 0.4975 
27 -0.4527 0.5885 
28 -0.0022 0.0517 
29 -0.0494 0.0621 
30 -0.0208 0.08705 
31 -0.0151 0,0537 
32 -0.7062 1.0560 
33 -0.1639 0.2925 
34 0.5273 0.4448 
The variables shown in Table 75 are as follows: 
= Management controlling performance score 
= Attitude toward profit accumulation 
X = Perception of job 
o 
Xg = Attitude toward assuming risk 
X^Q = Attitude toward progressivism 
= Attitude toward individualism 
X^2 ~ Attitude toward traditional means of management 
Xj^2 ~ Attitude toward independence 
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= Altitude toward management orientation 
= Years of formal education 
= Years of vocational agriculture 
X = Years as manager of the farner cooperative 
X^g = Management experience 
= Management training 
X^Q = Farm work experience 
X^^ = Any specialized training 
X 22 = Chemical knowledge 
^23 ~ Fertilizer knowledge 
X 2^ = Finance knowledge 
X2^ = Knowledge about money value 
^26 ~ Knowledge about profit building 
^27 ~ Knowledge about margin determination 
X = Job satisfaction 
Zo 
X2g = Sources of management information 
X^Q = Sources of product information 
X^^ = Number of similar business in the crade area 
X32 = Competition rate 
X33 = Restrictions of the competitive situation 
X^^ = Perception of success in competition 
An estimate of the management controlling performance may be 
secured by substituting appropriate values of X through in the pre­
diction equation. 
Y — a + b,X^ + b,,X„ + . . . + b-„X^ . i /  ^ O /o JM-
337 
where "a" is constant and through b^g are respective coefficients of 
regression of through The value of regression coefficients have 
been determined earlier (Table 75). After solving for the "a" value, 
the prediction equation is obtained. 
Y = (-14.1010) + (0.0631)X + (0.0135)Xg + (0.0444)Xg + 
(-0.0372)X^  + (-0.0354)X ^  + (0.0051)X g + (0.0517)X^ 2 + 
(-0.0157)X^ + (0.4799)X^ + (-0.0708)X + -G.2265)X^^ + 
(0.0635)X + -0.1052)X^  + (-0.9413)X2Q + (Z.A^ ÔSyXg^  + 
(1.8132)X22 (0.0367)X23 + (0.1841)X2^+ (-0.3169)X2^ + 
(1.1150)X2 + (-0.4527)X22 + (-0.0022)X2g + (-0.0494)X2g + 
(-0.0208)X +(-0.0151)X2 + (-0.7062)X 2 + (-0.1639)X22 + 
(0.5273)X2^. 
By substituting a manager's score on each of the twenty-eight inde­
pendent variables in the above equation, his management controlling per-
2 formance score may be estimated. The R value is 0.51, which means that 
fifty-one per cent of the variation in the dependent variable of the 
above equation, that is controlling performance, has been explained by 
the twenty-eight independent variables in the equation. However, che 
proportion of variance reported as "explained" is the proportion of the 
variance explained in the sample used in this study. The proportion of 
the variance explained in future samples from the same population would be 
2 2 
less than the mentioned R value and is estimated by the "shrunken" R' . 
2 The value of the "shrunken" R' , in this case, is 0,31 which is an esti-
2 
mate of the value of R if the affects of correlated error were eliminated. 
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General hypothesis 9_; There will be a relationship between 
a manager's selected personal variables, selected situational 
variables, his management behavior practices (performance) and 
the efficiency of the association which he manages. 
E. H. 161: There will be a relationship between 33 manager's selected 
personal variables, selected situational variables, management behavior 
practices and the fertilizer sales score or the association which he 
manages. This hypothesis stated in the null form is; There is no 
relationship between 33 manager's selected personal variables, selected 
situational variables, management behavior practices and the fertilizer 
sales score of the association which he manages. The computed F value is 
1.7557 with 33 and 64 degrees of freedom. This is significant at the 
0.05 level of probability. The null hypothesis is refuted. These data 
do support the original proposition. Data relevant to this hypothesis 
are presented in Tables 76 and 77. 
Table 76. Analysis of variance relevant to data of E. H. 161 
Source of Degrees of Sum of Mean 
variation freedom squares square F - ratio 
Regression 33 20.6589 0.6260 1.7557 
Residual _69 22.8207 0.3566 
2 Total 97 43.4796 
R = 0.48 
F is significant at the 0.05 level of probability. Standard error = 0.5971 
•k 
The 33 manager's variables are those personal variables, situational 
variables, and management performance variables which were previously dis­
cussed and presented in the preceding section of this thesis. A list of 
the 33 variables will be presented along with the statement of findings 
relevant to E. H. 161. 
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Table 77. Selected statistics from regression analysis relevant to 
data of E. H, 161 
Variable Regression coefficient Standard error 
35 1.0714 1.2973 
1 0.0694 0.0902 
2 0.0595 0.8769 
3 -0.0010 0.0284 
4 0.0231 0.0913 
5 -0.0113 0.0150 
7 0.0113 0.0069 
8 -0.0008 0.0015 
9 0.0040 0.0033 
10 -0,0028 0.0039 
11 -0.0041 0.0024 
12 0.0118 0.0044 
13 0.0063 0.0088 
14 -0.0096 0.0080 
15 0.0739 0.0471 
16 -0.0411 0.0443 
17 0.0004 0,0137 
18 0.0078 0.0106 
19 -0.0347 0.0391 
20 -0.0766 0,0389 
21 -0.2468 0.1720 
22 0.0638 0.0607 
23 0.0164 0.0402 
24 0.0305 0.0213 
25 -0.0236 0.0423 
26 -0.0528 0.0598 
27 -0.1140 0,0696 
r\ r*r\ o r* 
-U , 
29 0.0077 0.0080 
30 -0.0063 0.0107 
31 -0.0014 0.0068 
32 0.1025 0.1265 
33 -0.0271 0.0349 
34 0.1031 0.0542 
The variables shovm in Table 77 are as follows: 
= Fertilizer sales category 
= Management general planning and decision making performance 
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X_ = Management organizing and staffing performance 
= Management directing and leading performance 
= Management coordination and communication performance 
X^ = Management controlling performance 
= Attitude toward profit accumulation 
Xg = Perception of job 
Xg = Attitude toward assuming risk 
X^Q = Attitude toward progressivism 
X^^ = Attitude toward individualism 
X^2 ~ Attitude toward traditional means of management 
X^2 ~ Attitude toward independence 
X^^ = Attitude toward management orientation 
X^^ = Years of formal education 
X^^ = Years of vocational agriculture 
X^^ = Years as manager of the farmer cooperative 
X _ = Management experience 
1 O 
X^g = Management training 
X^Q = Farm work experience 
X^^ = Any specialized training 
^22 ~ Chemical knowledge 
^23 ~ Fertilizer knowledge 
Xg^ = Finance knowledge 
= Knowledge about money value 
X^g = Knowledge about profit building 
Xg^ = Knowledge about margin determination 
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Xgg = Job .satisfaction 
Xgg = Sources of management information 
X^Q = Sources of product information 
X^^ = Number of similar businesses in the trade area 
X32 = Competition rate 
X33 = Restrictions of the competitive situation 
X^^ = Perception of success in competition. 
An estimate of the efficiency of the association as measures by 
the association's fertilizer sales category may be secured by substituting 
appropriate values of X^ through X^ and X^ through X^^ in the prediction 
equation. 
Y = a + b^X^ + ^ 2^2 ^3^3 b^X^ + b^X^ + b^X^ + ... b^^X^^. 
where "a" is constant and b^ through b^^ are respective coefficients of 
regression X^ through X^ and X^ through X^^. The value of regression 
coefficients have been determined earlier (Table 77) . After solving for 
the "a" value, the prediction equation is obtained. 
Y = (1.0714) + (0.0694)X + (O.OSSS/Xg + (-0.0010)X2 4 
(0.0231)X^ + ( -0 .0113)X + (0.0113)X^ + ( -0 .0008)Xg + 
(o.0040) X g  + (-O.OO28)X J Q  + (-o.oo4i)x^^ + (o.oiisyx^ g  + 
(0.0063)X, _ + (-0.0096)X,, + (0.0739)X_ + (-0.0411)X,, + 1 j L 4 i 3 1.0 
(0.0004)X^^ + (0.0078)X + (-0.0347)X^g + (-0.0766)X2q + 
(-0.2468)X2i + (0.0638)X22 + (0.0]64)X22 + (0.0305)X24 + 
(-0.0236)X25 + (-0.0628)X2[ + + (-0.0020)X2g + 
(0.0077)X2q + (-0.0063)X + (-0.0014)X2^ + (0.1025)X32 + 
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(-0.0271)X + (O.lOSiyXg, . 
By substituting a manager's score on each of the thirty-three 
independent variables in the above equation, his association's fertilizer 
2 
sales category score may be estimated. The R value is 0,48 which means 
that fourty-eight per cent of the variation in the dependent variable of 
the above equation, that is the association's fertilizer sales category 
score, has been explained by the thirty-three independent variables in 
the equation. However, the proportion of variance reported as "explained" 
is the proportion of the variance explained in the sample used in this 
study. The proportion of the variance explained in future samples from 
2 
the same population would be less than the mentioned R value and is 
2 2 
estimated by the "shrunken" R' . The value of the "shrunken" R' , in 
2 
this case, is 0.21 which is an estimate of the value of R if the effects 
of correlated error were eliminated. 
E. H. 162: There will be a relationship between a 33 manager's 
selected personal variables, selected situational variables, management 
behavior practices and cost per dollar sales in dollars of the associa­
tion which he manages. This hypothesis stated in the null form is: 
There is no relationship between a 33 manager's selected personal variables, 
selected situational variables, management behavior practices and cost 
per dollar sales in dollars of the association which he manages. The 
computed F value is 2.7528 with 33 and 64 degrees of freedom. This is 
significant at both 0.05 and 0.01 levels of probability. The null hypothe­
sis is refuted. These data do support the original proposition. Data 
relevant to this hypothesis are presented in Tables 78 and 79. 
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Table 78. Analysis of variance relevant to data of E. H. 162 
Source of Degrees of Sura of Mean 
variation freedom squares square F - ratio 
Regression 33 114326.05 3464.43 2.7528 
Residual 64 80543.95 1258.50 
Total 97 194870.00 
=0.59 
F is significant at both 0.05 and 0.01 levels of probability. 
Standard error = 35.48 
Table 79. Selected statistics from regression analysis relevant to 
data of E. H. 162 
Variable Regression coefficient Standard error 
36 47.1485 77.0732 
1 -1,2031 5.3586 
2 15.1639 5.2095 
3 -0.6041 1.6902 
4 -4 .2893 5 .4267 
5 -0.2057 0.8921 
7 0.1251 0.4070 
8 0.0477 0.0875 
9 -0 .2458 0.1977 
10 -0.3547 0.2354 
11 0.105] 0.1412 
12 0.0199 0 .2642 
13 0.0649 0.5209 
14 -0.6302 0.4765 
15 4.4956 2.7995 
16 -2.4549 2.6304 
17 -0.2748 0.8147 
IB -0 .2686 0 .6276 
19 3.9240 2 .3221 
20 1.3466 2 .3104 
21 20.3646 10.2182 
22 6.0925 3.6105 
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Table 79. (Continued) 
Variable Regression coefficient Standard error 
23 1.0464 2.3874 
24 -0.7196 1.2679 
25 -6.2549 2.5105 
26 1.1929 3.5550 
27 -5.1949 4.1358 
28 -0.1030 0.3698 
29 -1.7446 0.4755 
30 0.8940 0.6345 
31 1.4296 0.4017 
32 2.7687 7.5160 
33 -1.7348 2.0721 
34 1.9049 3.2208 
The variables shown in Table 79 are as follows: 
X36 = Cost per dollar sales 
= Management general planning and decision making performance 
= Management organizing and staffing performance 
Xg = Management directing and leading performance 
X^ = Management coordination and communication performance 
Xç = Management controlling performance 
X^ = Attitude toward profit accumulation 
Xg = Perception of job 
Xg = Attitude toward assuming risk 
= Attitude toward progressivism 
X^^ = Attitude toward individualism 
X^2 ~ Attitude toward traditional means of management 
X^2 ~ Attitude toward independence 
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= Attitude toward management orientation. 
= Years of formal education 
= Years of vocational agriculture 
= Years as manager of the farmer cooperative 
X^g = Management experience 
X^g = Management training 
X^Q = Farm work experience 
Xg^ = Any specialized training 
X»2 = Chemical knowledge 
^23 ~ Fertilizer knowledge 
X^^ = Finance knowledge 
Xg = Knowledge about money value. 
Xgg = Knowledge about profit building 
X^^ = Knowledge about margin determination 
X„„ = Job satisfaction 
X^^ = Sources of management information 
X^Q = Sources of product information 
X^^ = Number of similar businesses in the trade area 
X^2 = Competition rate 
X^2 = Restrictions of the competitive situation 
X^^ = Perception of success in competition 
An estimate of the efficiency of the association as measures by the 
association's cost per dollar sales in dollars may be secured by substitut­
ing appropriate values of X^ through X^ and through in the predic­
tion equation. 
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Y — a + + b2 Xg ^3^3 ^4^4 ^5^5 ^  ^6^7 ' ' ' ^33^34 
where "a" is constant and b^ through b^^ are respective coefficients of 
regression of X^ through X^ and X^ through X^^. The value of regression 
coefficients have been determined earlier (Table 79). After solving 
for the "a" value, the prediction equation is obtained. 
Y = (47.1485) + (-1.2031)X + (15.1639)X2 + (-O.ÔC^iyx^ + 
(-4.2893)X, + (-0.2057)X + (0.1251)X^ + (0.0477)Xg + 
(-0.2458)Xg + (-0.3547)X^Q + (0.1051)X^^ + (0.0199)X^2 + 
(0.0649)X + (-0.6302)%^ + (4.4956)X + (-2.4549)X^^ + 
(-0.2748)X^ + (-0.2686)X + (3.9240)X^g + (1.3466)X2Q + 
(20.3646)X2i + (6.0925)X g + (1.0464)X22 + (-0.7196)X2^^ + 
(-6.2549)X23 + (1.1929)X2^ + (-5.1949)X2^ + (-O.lOSOXXgg + 
(-1.7446)X2g + (0.8940)X2Q + (1.4296)X2^ + (2.7687)X22 + 
(-1.7348)X22 + (1.9049)X2 . 
By substituting a manager's score on each of the thirty-three inde­
pendent variables in the above equation, his association's cost per 
2 dollar sales in dollars may be estimated. The R value is 0.59 which 
means that fifty-nine per cent of the variation in the dependent variable 
of the above equation, that is the association's cost per dollar sales 
in dollars, has been explained by the thirty-three independent variables 
in the equation. However, the proportion of variance reported as 
"explained" is the proportion of the variance explained in the sample 
used in this study. The proportion of the variance explained in future 
2 
samples from the same population would be less than the mentioned R value 
2 2 
and is estimated by the "shrunken" R' . The value of the "shrunken" R' . 
2 in this case, is 0.38 which is an estimate of the value of R if the 
effects of correlated error were eliminated. 
General hypothesis 10 : There will be a relationship between a 
manager's selected personal variables, selected situational 
variables, his management behavior practices (performance), 
the efficiency of the association which he manages and the 
economic success and/or performance of that association. 
It has been stated before that one of the major objectives of this 
study is to determine the extent to which human behavior, management 
behavior in this case, and its consequences might be predicted from 
selected individual's, manager's in this study, personal variables, situ 
ational variables, and any other variables which might affect human 
behavior and its consequences. These factors and/or variables have been 
considered to be parts of an interactive system, each having an identi­
fiable effect, but having their influence in combination with the other 
factors and/or variables. Thus it is probable the individual's manage­
ment behavior is not influenced solely by any one of these factors but 
more probably by a combination of ail of Lueni in interaction. In view o 
this interaction the purpose of the present section is to deLennine the 
degree of association between the combination of the variables as stated 
in General hypothesis 10 and previously expressed in Equation 12 in the 
developed analytical model. Equation 12 in the developed analytical mod 
was stated in the Theoretical Orientation chapter as follows; 
Q = F 
. . . f (X 
TTl 
X,, 
X. 
J 
.. , X^); f^ (X^,..., X , .. . , X^) ; 
I 
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where, j = I,..., n 
i = 1,. .. , m 
A regression equation is computed to operationalized Equation 12 
of the developed analytical model whereby an estimate of the consequences 
of the output of management behavior is made by selected appropriate 
values of X^^ in the general formula. 
The assumptions made here are, 
(1) that the X's are fixed variates and may be looked upon 
as population parameters, 
(2) that a fixed set of X's, the Y's associated with this set, 
are normally independently distributed, and 
(3) that for any set of X's, the variance of Y shall be 
the same. 
The symbols used to denote each of the variables in the above mentioned 
analysis are as follows: 
Dependent: Y = Average net operating revenue of the association. 
Independent: X^ = General planning and decision making performance. 
Organizing and staffing performance 
Directing and leading performance 
Coordination and communication performance 
Xy = Perception of job 
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^8 Attitude toward assuming risk 
^9 
= Attitude toward progressivism 
^10 
= Attitude toward individualism 
= Attitude toward traditional means of management 
^12 
= Attitude toward independence 
^13 
= Attitude toward management orientation 
^14 
= Years of formal education 
^5 
= Years of vocational agriculture 
^16 
= Years as manager of the farmer cooperative 
^17 
= Management experience 
^18 
= Management training 
^19 
= Farm work experience 
^20 
= Any specialized training 
^21 
= Chemical knowledge 
^22 
= Fertilizer knowledge 
^23 
= Finance knowledge 
^24 
= Knowledge about money value 
^25 
= Knowledge about profit building 
^26 
= Knowledg e about margin determination 
^27 
= Job satisfaction 
^28 
= Sources of management information 
^29 
= Sources of product information 
^30 
= Number of similar businesses in the trade area 
^31 
= Competition race 
S2 
= Restrictions of the competitive situation 
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= erception of success in competition 
= Fertilizer sales categories 
= Cost per dollar sales 
All of the variables used to operationalize the theoretical concepts 
are included in the above list. The computed regression or prediction 
equation is as follows: 
Y = 738 + (535)X^ + (SODX^ + (13.DX^ + (278)X^ + (16.9)X + 
(-2.06)X^ + (-5.05)X^ + (8.88)Xg + (8 .62)X + (4 .40)X ^ + 
(-8.60)X^i + (-32.9)X^2 + (0.225)X^2 + (83.8)X^^ + (-113)%^^ 
+ (66.2)X^^ + (16.3)X^^ + (-68.5)X^g + (145)X^g + (-386)X2q 
+ (-162)X2^ + (-89.4)X22 + (-40.1)X22 + (-16.4)%^^ + 
(-26.7)X22 + (-118)X2a + (ll.GOXg^^ + (4.28)X2g + (-13.6)X2g 
+ (31.0)X2Q + (-178)X2^ + (-43.7)X22 + (-179)X33 + (441)%^^ 
+ (1.29)X32. 
By substituting the values of each of the X's for any given manager 
into the above equation, the obtained value is a prediction of his farmer 
cooperative association's relative economic success and/or economic 
performance. The overall regression for this equation was tested using 
F test. The computed F value is 2.45 with 35 and 62 degrees of freedom, 
which is statistically significant at both 0.05 and 0.01 levels of 
probability. Thus these data do support the general hypotheses. Data 
relevant to the analysis of variance of the above regression equation is 
presented in Table 80. 
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Table 80. Analysis of variance of the overall regression equation 
Sources of Degrees of Sum of Mean 
variation freedom squares square F - ratio 
Regression 35 138232122 3949489 2.45 
Residual 62 99914998 1611532 
Total 97 238147120 
R^ = 0.58 
F is statistically significant at both 0.05 and 0.01 levels of 
probability. 
Standard error = 1269.5 
The independent variables in the above regression equation explains 
58 per cent of the variation in the dependent variable, that is average 
net operating revenue, which has been used, as previously stated, as 
indicator of the relative economic success and/or performance of the 
farmer cooperative association. However, the proportion of variance 
reported as "explained" is the proportion of the variance explained in the 
sample used in this study. The proportion of the variance explained in 
future samples from the same population would be less than the mentioned 
2 2 
above R value and is estimated by the "shrunken" R' . The value of the 
2 
"shrunken" R' , in this case, is 0.34 which is an estimate of the value 
2 
of R if the effects of correlated error were eliminated. 
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DISCUSSION AND SUGGESTION FOR FUTURE RESEARCH 
Introduction 
In this thesis an overall model of human behavior practices and its 
consequences was developed and discussed extensively. The relationships 
between the components of the developed model were examined and dis­
cussed in the Theoretical Orientations chapter. Specifically, the 
relationships between selected individual personal variables (attitudes, 
knowledge and job satisfaction) and selected situational variables (sources 
of information and competition) were postulated to be related to manage­
ment behavior. Also the relationships between management behavior prac­
tices, the output of management behavior practices and the consequences 
of the output of management behavior practices were examined and discussed. 
This chapter will present discussion of the findings of this study. First, 
a specific discussion of each cluster of findings will be presented 
followed by discussion of the multiple relationships in this study and 
second, a general discussion of all the findings and a general assessment 
of the study will follow. This will be followed by suggestions for future 
research. 
Attitudes 
It was assumed theoretically that attitudes are related to human 
behavior, specifically management behavior. Five types of management 
behavior have been delineated theoretically. Eight attitudinal variables 
were used on the empirical level to measure the general level concept. 
Fourty empirical hypotheses were used to test the general hypothesis. 
Data, in this study, shows support for ten empirical hypotheses only. 
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Findings pertaining to each attitudinal dimension in this study will be 
discussed in the following. 
Individual orientation toward profit 
In the theoretical discussion of this attitude dimension it was 
stated that many writers have noted the prominent emphasis Americans place 
on material aspects of their world. It was noted also that the indi­
vidual is held responsible for his own success or failures. The basis 
for any causal analysis of the events in the life of a person must ulti­
mately focus on his actions. Concurrent with individual emphasis, in 
the American society, is the heavy stress on the economic aspects of 
success. Therefore, it was derived that there will be a positive relation­
ship between a manager's attitude toward making profits and his types of 
management behavior. 
Findings pertaining to this attitude show no significant relation-
sliips between this attitude and types of management behavior. However, 
data relevant to this attitude show weak relationships between this atti­
tude and management directing and leading performance, management coordina­
tion and communication performance, and management controlling performance. 
Thus one might infere that relationships between this attitude and the 
above mentioned types of management behavior exist, however, they are not 
strong enough to become statistically significant at the 0.05 level of 
probability when the coefficient of correlation is used as a measure of 
the degree of association between variables. Two reasons could be stated 
as a possible explanation for the lack of support by empirical measures 
for the hypothesized relationships between this attitude and types of 
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management behavior. There are: (1) the limitations of the study in 
general, (2) the limitations of the empirical measures. 
Attitude toward individualism 
It was argued theoretically that one of the most dominant value 
themes in American society as explicityly delineated by numerous writers 
(96) is the idea of the supremacy of the individual. "... to be a person 
is to be independent, responsible, and self-respecting, thereby to be 
worthy of concern and respect in one's own right" (96, p. 463). This 
attitude was highly based on this value theme. This attitude was defined 
as the degree to which a manager's attitude toward his cognitive world 
is one of active, aggressive, "rugged individualism." Furthermore, it 
was previously postulated that there will be a positive relationship 
between a manager's attitude toward individualism and his types of manage­
ment behavior. 
Findings pertaining to this attitude ac measured show that there 
are no statistically significant relationships between a manager's atti­
tude toward individualism and his types of management behavior. A counter 
hypothesis may be suggested namely that the manager, in order to be 
successful, must work with the group and consult them in most, if not all, 
the stages of management and its processes. 
Attitude toward independence 
This attitude dimension was defined as the degree to which an indi­
vidual wishes to remain independent of those around him. Relationships 
between this attitude and types of management behavior were postulated. 
Data relevant to this attitude show a positive relationship between 
355 
a manager's attitude toward independence and his management coordination 
and communication performance. Thus one might derive that managers who 
are oriented toward working with the group, meantime remain independent 
when it comes to making decisions, will have high coordination and 
communication performance which in turn is assumed to increase the 
efficiency of the business association and will render higher profits to 
the business association. 
Manager's attitude toward independence shows very weak positive 
relationships with his management general planning and decision making 
performance and management organizing and staffing performance. This 
attitude shows also a very weak negative relationship with management 
directing and leading performance and management controlling performance. 
Thus in conclusion one might say that data and findings of this study do 
have a very slight tendency to support the previously stated theoretical 
discussion. 
Attitude toward management orientation 
It was argued theoretically that it is important whether the manager's 
attitude toward his own position is one of dependence upon external forces, 
in this case the market, the economy, the government and the farmer's 
situation, or whether it is one of mastery via efficient decision making 
based upon known facts and risk probability distributions. It is the 
case of whether the manager is oriented more toward the traditional rural 
attitudes or those of the business sector of society, a continuum charac­
terized by the degree of presence or absence of mastery. This attitude, 
management orientation, was defined as the degree to which an individual 
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feels he can influence the financial outcomes of the business through 
his managerial position. The relationships between this attitude and 
types of management behavior were postulated. A manager's attitude toward 
his management position was not found to be related to any of his manage­
ment behavior types. Lack of support is probably due to the limitations 
of the study in general and to the limitations of the empirical measures 
which were used in particular. 
Job definition 
A manager's perception of his job as a positive, flexible control 
based on mental activity in the handling of people and other business 
resources were found to be positively related to his management general 
planning and decision making performance and to his management organizing 
and staffing performance. However, no significant relationships were 
found between this attitude, job definition, and the other three manage­
ment behavior types. Findings pertaining to this attitude partially 
support the previously stated theoretical discussion, 
Accitude coward progressIvisia 
This attitude dimension was defined as the extent to which an indi­
vidual is oriented toward trying and accepting new ideas and practices 
in his business. The relationships between this attitude and types of 
management behavior were postulated. 
A manager's attitude toward progressivism was found to be positively 
related to his management general planning and decision making performance 
and his management organizing and staffing performance. Also weak rela­
tionships, not statisLicaily significant, were found between this attitude 
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and management coordination and communication performance and management 
controlling performance. Thus one might infer, in general, that a 
manager's favorable attitude toward trying and accepting new ideas and 
practices in the business might increase his managerial performance which 
might lead to greater returns for the business. 
Risk preference 
A manager's attitude toward assuming risk, that is of his willingness 
to involve elements beyond his control to attain economic ends, appears 
to be positively related to his general planning and decision making 
performance. This appears to be consistant with the previous discussion 
of the function of general planning and decision making. This attitude 
is also related to the coordination and communication performance which 
theoretically is important in increasing the efficiency of the business. 
Findings also show that manager's risk orientation is not related to their 
organizing and staffing, directing and leading, and controlling processes. 
One might conclude that as measured in this study managers with higher 
risk orientation perform better in setting their overall policies, but 
risk orientation is not related to implementing these policies. 
Tradition 
This attitude dimension was defined as the degree to which a manager 
prefers traditional means of managing a business. Negative relationships 
were hypothesized between this attitude and types of management behavior. 
Findings pertaining to this acticude do support the hypothesized negative 
relationships between this attitude and management general planning and 
decision making, management organizing and staffing, and management 
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coordination and communication. These findings partially support the 
previously stated theoretical discussion. 
Knowledge 
An individual's knowledge is defined as the information which helps 
him to set a context for a social phenomena to be more easily compre­
hended. The individual's knowledge was assumed theoretically to be re­
lated to his management behavior. Thirteen knowledge variables were used 
on the empirical level to test the general level concept. Sixty-five 
empirical hypotheses were used to test the general hypothesis. Data in 
this study shows support for sixteen empirical hypotheses. Findings 
pertaining to each knowledge dimension in this study will be discussed in 
the following. 
Years of formal education 
Findings pertaining to this variable indicate positive relationships 
between a manager's years of formal education and his management general 
planning and decision making performance, management organizing and staff­
ing performance, management coordination and communication performance, 
and management controlling performance. However, the data do not support 
the hypothesized relationship between a manager's years of formal educa­
tion and his management directing and leading performance. Findings 
pertaining to this variable show its relative importance in management 
Years of vocational agriculture 
Data do not support any of the hypothesized relationships between this 
variable and the five types of management behavior. Thus one might con­
clude that this variable taken alone makes no difference in the performance 
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of managemetiL functions in a management setting. 
Management training 
The data shows support to the hypothesized relationship between a 
manager's management training and his management general planning and 
decision making performance. The findings show no significant relation­
ship between this variable and the other four types of management behavior. 
Thus it is apparent that the type of management training received helps 
the manager mainly in the general planning and decision making processes. 
Specialized training 
A manager's specialized training appears to be related to his manage­
ment general planning and decision making performance and management con­
trolling performance. This may indicate that specialized training programs 
received do emphasize the importance of planning and controlling over 
the implementation of the planned programs in any business operation. One 
might infer that emphasis on other elements of management in training pro­
grams might be helpful in increasing the manager's management performance 
in general. 
Years of management experience 
This variable shows no statistically significant relationship with 
any of the manager types of management behavior. It was argued theoreti­
cally that this variable is related to management performance, however, 
data show no support to the theoretical discussion. One reason might be 
offered to explain the lack of support is that hypothesized relationships 
might be curvelinear rather than linear as it was hypothesized before. 
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Farm work experience 
This variable also shows no significant relationship with any of 
the manager maaageiuent behavior types. 
Years as the manager of the cooperative association 
Data do not support any of the hypothesized relationship between this 
variable and the manager types of management behavior. Findings relevant 
to this variable may suggest that the hypothesized relationships between 
this variable and a manager type of management behavior may be curvelinear 
rather than linear, thus might require different types of statistical 
techniques to test their significance. 
Chemical knowledge 
Level of chemical knowledge appears to be related to management 
organizing and staffing performance and management controlling per­
formance. A slight positive relationship was found between this variable 
and management coordination and communication performance. Findings show 
no statistically siguificant relationships between this variable and 
performance on any of the other functions of management. Thus findings 
may indicate the importance of chemical knowledge in organizing and staff­
ing the business which might increase the services of the association 
to its clients. Furthermore, chemical knowledge may help the manager in 
the controlling processes which in turn might lead to higher returns 
for the cooperative association. Lack of support to the other hypothe­
sized relationships may be due to the limitations of the study and limita­
tions of the empirical measures which were developed and used in this study. 
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Fertilizer knowledge 
Level of fertilizer knowledge shows no statistically significant 
relationships with any of the manager types of management behavior. 
However, it should be noted that slight relationships were found between 
this variable and management general planning and decision making per­
formance, management organizing and staffing, management coordination 
and communication and management controlling. 
F inanee knowledge 
Level of finance knowledge is positively and significantly related 
to a manager's management general planning and decision making per­
formance, management coordination and communication performance, and 
management controlling performance. This may indicate the importance 
of level of finance knowledge in management in general. Finance knowledge 
helps the manager in setting present as well as future programs for his 
business, in other words it helps him in setting the planning horizon 
for his business operation. It helps him in controlling the outcomes 
of the business. 
Knowledge about money value 
Data relevant to this variable shows no support to the hypothesized 
relationships between this variable and types of management behavior. A 
possible explanation for lack of support to the hypothesized relationship 
is that operational managers are more concerned with short term programs 
rather than long term programs which requires high level of knowledge 
about money value. 
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Knowledge about profit building 
A manager's level of knowledge about profit building was found to be 
positively and significantly related to his management general planning 
and decision making performance, management coordination and communication 
performance, and management controlling performance. Also a slight 
relationship was found between this variable and management organizing and 
staffing performance. These findings may indicate the relative importance 
of knowledge about profit building in most phases and processes of manage­
ment . 
Knowledge about margin determination 
It was argued theoretically that a manager's knowledge about margin 
determination helps him in his management performance, especially in 
setting plans for the business and determining levels of inputs to maximize 
the output of his business operation from the available resources. A 
iiiaiiager's level of knowledge about profit building was found to be posi­
tively and significantly related to his management coordination and 
communication performance. Slight relationships were found between this 
variable and management general planning and decision making performance, 
management organizing and staffing performance, and management controlling 
performance. Thus one might infer that data, in this study, give little 
support to the hypothesized relationships between knowledge about margin 
determination and types of management behavior. 
In conclusion, data in this study show little support to the general 
hypothesis, that is about the relationship between a manager's knowledge 
and his management behavior. 
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Job Satisfaction 
It was assumed theoretically that a manager's job satisfaction is 
related to his management behavior. Five empirical hypotheses were used 
to test the general hypothesis. Tlie relationships between a manager's job 
satisfaction and his types of management behavior do not appear to be 
statistically significant, A slight relationship was found between this 
variable and management directing and leading performance. Two reasons 
could be stated as explanations for lack of support by empirical measures 
to the hypothesized relationships between this variable and types of 
management behavior. These are: (1) the limitations of the study, and 
(2) the lack of highly developed empirical measures. Finally it might be 
stated that job satisfaction data utilized in this thesis do not give 
support to the theoretical presentation pertaining to it. 
Sources of Information 
Data obtained on sources of information as measured by the indi­
vidual's sources of management information and the individual's sources 
of product information scores, give little support to the general hypothe­
sis that there is a relationship between a manager's sources of information 
and his management behavior. Findings pertaining to each of the two 
dimensions of sources of information will be discussed in the following. 
Sources of management information 
A manager's sources of management information appears to have 
relationship with his management organizing and staffing performance. 
Data do not support any of the hypothesised relationships between this 
variable and the other four types of management behavior. As previously 
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stated the board of directors carry most of the general planning and 
decision making processes in the business, thus leaving very few areas 
for the operational manager. Based on the findings and previous dis­
cussion one might infer that most managers do use sources of management 
information in their management organizing and staffing processes. This 
seems logical since most managers do start with limited resources and 
generally spelled overall policy for the bussinesses, thus the only way 
to maximize their returns is through improving the organizational structure 
of the business and staff it with highly qualified personnel which they 
believe will ultimately lead to efficient use of the available resources. 
Sources of product information 
The relationship between sources of information and management 
behavior was discussed theoretically. It was concluded that sources of 
information will feed in information to the individual cognition upon his 
cxpcGurc to these sources. These bits of information may bring change in 
the individual cognitive world and in turn may affect or bring change to 
his action or behavior. It was postulated, on the basis of the theoreti­
cal discussion, that a manager's sources of product information are 
related to his types of management behavior. Sources of product informa­
tion was found to be positively and significantly related to management 
directing and leading performance. A slight relationship also was found 
between sources of product information and management coordination and 
communication performance. No significant relationship was found between 
this variable and the other three types of management behavior. Thus the 
above findings support the theorem that product information might help 
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the manager in his directing processes and leading actions which might 
ultimately increase the efficiency of the association and in turn its 
economic performance. 
In conclusion, one might state that these data do not strongly 
support the general hypothesis. 
Competition 
Data obtained on competition variables give very little support to 
the general hypothesis that there will be a relationship between competi­
tion in the market areas serviced by the association and the manager 
management behavior. 
Data do support only the hypothesized relationship between the number 
of similar businesses in the market areas serviced by the association and 
the manager of the association management organizing and staffing per­
formance. Two reasons could be stated as explanations for lack of 
support to this general hypothesis. These are: (1) most variables used 
to operationalize competition in this study rely heavily on the manager's 
perception of competition, thus they are not strong measures of competi­
tion, and (2) the lack of highly developed empirical measures. 
Efficiency of the Business Association 
It was assumed theoretically that types of management behavior are 
related to the efficiency of the business association in which management 
processes are carried out. Ti-jo variables were used on the empirical level 
to test the general level concept. Ten empirical hypotheses were used to 
test the general hypothesis. Data, in this study, shows support for two 
empirical hypothesis. Findings pertaining to each dimension of the above 
variable are presented in the following. 
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Fertilizer sales 
The relationships between management organizing and staffing per­
formance and management coordination and communication performance and 
fertilizer sales of the cooperative association were found to be posi­
tively and statistically significant. Slight relationships between 
management general planning and decision making performance and manage­
ment controlling performance and fertilizer sales of the association were 
found. On the basis of the findings, it might be assumed that the higher 
the manager coordination and communication performance in the cooperative 
association the higher will be the fertilizer sales of this association. 
Thus the findings pertaining to this variable partially support the 
previously stated theoretical discussion. However, no wide scope general­
izations can be made until this study is replicated and its measures 
retested to prove its validity and reliability in different places and 
different periods of time. 
Cost per dollar sales 
It was postulated that types of management behavior are negatively 
related to the cooperative association's cost per dollar sales which has 
been used throughout the study as indicator of the efficiency of the 
cooperative association. Findings from this study show no support to any 
of the hypothesized relationships between types of management behavior and 
this variable. Three reasons may be stated as possible explanations to 
the lack of support on the part of the data relevant to this variable. 
These are: (1) the cooperative association's cost per dollar sales may 
be a poor measure of its efficiency, (2) the limitations of the empirical 
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measures used, and (3) limitations of the study in general and the sample 
in particular. 
Relative Economic Success of the Association 
The analytical model of this study assumed that types of management 
behavior in the farmer cooperative association are related to relative 
economic success of that association as it is measured by its average net 
operating revenue in dollars. Five empirical hypotheses were used to 
test the general hypothesis (General hypothesis 7) . A brief discussion 
of the findings pertaining to this variable is presented in the following. 
It was found that a manager's management general planning and decision 
making performance, management organizing and staffing performance, and 
management coordination and communication performance are positively and 
significantly related to relative economic success and/or economic per­
formance of the farmer cooperative association. A possible conclusion 
might be than the above three areas of management are the crucial elements 
of management in farmer cooperative associations studied. However, 
theoretically one could not deny the importance of the other two areas, 
that is of directing and leading and controlling. One reason of lack 
of support to those areas in this study is that it is hard in practical 
life, especially in relatively small businesses, to separate the five 
areas from each other thus measuring performance on each area becomes 
rather an arbitrary and difficult task. 
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Multiple Relationships 
In regression analysis the independent variables in each case are 
considered to be parts of an interactive system, each having an identi­
fiable effect, but having their influence in combination with the other 
variables. However, this is not to imply that all variables (or factors), 
in every regression equation, are of equal importance; some variables 
may be more relevant to a particular decision or act than others and 
therefore would exert a greater influence. To determine the relative 
importance of each independent variable in the analysis, the regression 
equations were computed and are given in the preceding chapter. The 
regression equations alsj indicate the relative contribution of each inde­
pendent variable in the analysis to the prediction of the dependent vari­
able. The partial regression coefficients in the regression equations 
will be explained in the following manner. The individual's management 
general planning and decision making performance score will decrease an 
average of 0.0016 for each unit of the individual's attitude toward profit 
accumulation score (variable in data used in testing E. K. 156). In 
similar manner the other variables in Lht: regression equations could be 
explained. 
In general the data of this study do support most of the hypothesized 
multiple relationships. Since the hypothesized multiple relationships 
do present the previously developed analytical model in this thesis, it 
is derived that data of this study do support the developed analytical 
model. 
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General Discussion and Assessment 
The developed analytical model did prove to be a useful framework in 
this study. It did provide a generally acceptable framework to encompass 
all the variables of concern to this study. It is the author's hope that 
this developed model will be used in the forthcoming research concerning 
human behavior and its output and/or consequences. 
In the theoretical orientations, types of management behavior were 
discussed as being separate from each other, however, the outcome of this 
study show that it is hard in real management setting, especially in small 
business operations, to draw the line between each type of mrnagement 
behavior, thus measuring types of management behavior becomes rather an 
arbitrary and difficult task. 
The findings of this study tend to indicate that knowledge variables 
are closely related to types of management behavior more than the other 
variables included in this study. They also tend to indicate that knowl­
edge variables are the best predictors of types of management behavior. 
However, it may be noted that the emergence of knowledge variables as the 
best predictors may be due to the preciseness of their measures and may 
be their true representation of the operationalized concept, that is of 
manager's knowledge. 
An additional major factor affecting the two variables relationships 
obtained between all the variables used in this study should be noted. 
The technique of correlational analysis yields a coefficient which is a 
point estimate within a confidence interval of the degree of relationship. 
With a sample size of 98, the possible variation of this point estimate, 
i.e., the confidence interval, is relatively large. This should be kept 
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in mind when interpreting these findings. 
Conclusion 
Based on the theoretical discussion and the outcome of this study 
one might conclude that the developed analytical model is valid and could 
be used either in predicting types of management behavior or the economic 
performance and/or the relative economic success of the agricultural 
marketing cooperatives. However, one should not ignore the possible use­
fulness of that model in understanding and studying human behavior or 
action and its possible outcome and/or consequences in general. Thus the 
developed model might be considered as one of the major contributions of 
this study. 
Based on the findings of this study one might conclude that indi­
vidual's knowledge tend to highly affect his behavior, management behavior 
in this case, and in turn the outcome and consequences of his behavior 
pracLices, the efficieucy of Lut; cooperative association and its relative 
economic performance in this study. 
Suggestions for Future Research 
The suggestions for future research are made on the basis of the 
findings of this study and its weaknesses as judged by the author. 
(1) In general it is concluded that this analysis supports 
the general behavioral model, namely the developed analytical 
models used to generate hypotheses. However, it should be 
noted that future research might further develop this model 
by introducing additional assumptions without violating the 
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basic nssiunpI ions of the model . 
(2) Future research might use the analytical model as a 
basis for developing specific operational and/or pre­
dictive models to fit specific situations or research 
settings. 
(3) Future research could also further refine and develop the 
predictive models developed in this thesis by using 
techniques such as step-wise regression. 
(4) A number of parameters were used as sample restrictions 
during sampling procedure for this study. The selectivity 
and homogeneity of the sample, in this study, are con­
sidered to be factors contributing to the relatively low 
relationships reported in the analysis. Future research 
might ease some of these restrictions in order to get a 
truly representative sample of the agricultural marketing 
cooperatives in the studied area. 
(5) The sample of this study is 98 subjects. Future research 
could use larger sam-^lcs i.e. sample of 200 subjects. 
In general larger samples provide the researcher with more 
accurate results. 
(6) Future research could also further develop the empirical 
measures used in this dissertation, i.e., develop more items 
to be used in scaling relevant to each dimension of behavior 
* 
A detailed description of Che sampling procedure used in this stu 
is presented in the Methods chapter. 
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or by combining some of the measures in order to increase 
its usefulness and wide scope of applicability. 
(7) Future research could use more variables at the empirical 
level to help in measuring the abstract level concepts 
with high degree of accuracy. 
(8) Future research could use matching techniques to control 
the extraneous variables. Tne control of extraneous 
variables should take into account the influences of 
independent variables extraneous to the purposes of the 
study and help minimize, nullifie, or isolate their effect. 
In other words, the variance of such variables is in effect 
reduced to zero or near zero, or, what amounts to funda­
mentally the same thing. 
(9) Future research could also collect data relevant to the 
structure and various resources of the cooperative 
association and compare those variables with the variables 
of this study. Additional association's variables and 
situational variables could be included, i.e.; general 
type of farming area and general farm situation in the 
area, in developing predictive models for management 
behavior and relative economic success of the business 
association, that is, farmer cooperative association in 
this case. 
(10) Future research could develop simplified measures of 
manager, sometimes refer to as dealer, poLential and 
success that could be used by major fertilizer producers 
373 
and field representatives to develop a more effective 
dealer marketing structure. 
(11) Future research could further develop a number of criteria 
for managers J sometimes referred to as dealers, selection, 
training, and potential for success. 
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SUMMARY 
This dissertation is concerned with human behavior in general and 
management behavior in particular. It is focused on variables which might 
be associated with management behavior and in turn with economic per­
formance of farmer cooperative associations. 
The specific objectives of this dissertation were as follows: (1) 
to develop predictive models of typology of management behavior including 
personal variables and situational variables, (2) to determine the 
relationships between selected personal variables and management behavior, 
(3) to determine the relationships between selected situational variables 
and management behavior, and (4) to determine the relationships between 
types of management behavior and the economic outputs of farmer coopera­
tive associations. 
In this study an attempt has been made to develop an analytical model 
to encompass the variables which were of central concern. The analytical 
model was intended to be abstract and general in its orientation in order 
to give it the merit of elasticity and wide scope of generality and/or 
applicability. An attempt was made to generate a logically as well as 
theoretically interrelated set of concepts in this analytical model. The 
elements and/or the concepts of the model were individual behavior or 
action, individual personal variables, the situational conditions relevant 
to the individual actor, outputs of the individual behavior practices, and 
consequences of the output of the individual behavior practices. The 
theoretical basis for this model were discussed along with the presenta­
tion and discussion of the concepts and/or the elements of the present 
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study of management behavior or performance in farmer cooperative associa­
tions. The first step focused on defining and discussing the environment 
in which the manager makes and implements his decisions. The second 
step delt with human behavior in general, the role of the manager in 
farmer cooperatives, and types of management behavior in particular. 
Five types of management behavior were delineated. These were: (1) 
management general planning and decision making behavior, (2) manage­
ment organizing and staffing behavior, (3) management directing and lead­
ing behavior, (4) management coordination and communication behavior, and 
(5) management controlling behavior. The third step focused on presenting 
and discussing some selected individual personal variables and situational 
variables which were assumed to be related to types of management behavior. 
The third step followed with theoretical discussion of the output of the 
individual behavior practices and its consequences. The disciplines from 
which the concepts, theory and research generalizations were integrated 
were sociology, social psychology, psychology, business administration, 
education and economics. From that broader framework, the developed 
analytical model, hypotheses concerning the expected relationships be­
tween the components of the model have been derived. 
A probability sample of 98 managers of agricultural marketing coopera­
tives in the State of Iowa was selected for this study. 
Ten general hypotheses presenting the analytical model were derived 
from the theoretical orientations. A total of 162 empirical hypotheses 
were used to test the general hypotheses. The empirical hypotheses were 
derived from the general hypotheses through the sub-general hypotheses and 
the specific hypotheses. 
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The ten general hypotheses are; 
General hypothesis 1^: There will be a relationship between a 
manager's attitudes and his management behavior (or performance). 
Ten of the forty empirical hypotheses used to test this hypothesis 
were statistically significant at the specified level of significance 
that is of 0.05 level of probability. 
General hypothesis 2: There will be a relationship between 
a manager's knowledge and his management behavior. 
Sixteen of the sixty-five empirical hypotheses used to test this 
hypothesis were statistically significant at the specified level of 
significance that is of 0.05 level of probability. 
General hypothesis 2= There will be a relationship between 
a manager's job satisfaction and his management behavior. 
Five empirical hypotheses used to test this general hypothesis were 
found to be not statistically significant at the specified level of 
significance, that is of 0.05 level of probability. 
General hypothesis 4: There will be a relationship between 
a manager's sources of information and his management 
behavior. 
Two of the ten empirical hypothesis used to test this hypothesis 
were found to be statistically significant at the specified level of 
significance, that is of 0.05 level of probability. 
General hypothesis There will be a relationship between 
competition in the market areas serviced by the association 
and the manager of the association management behavior. 
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One of the twenty empirical hypothesis used to test this hypothesis 
appeared to be staListically significant. 
General hypothesis 6: There wil 1 be a relationship between 
a manager's management behavior practices and the efficiency 
of the business firm or association. 
Two of the ten empirical hypotheses used to test this general 
hypothesis were found to be statistically significant. 
General hypothesis ']_• There will be a relationship between a 
manager's management behavior practices and relative economic 
success of the business firm or association. 
Three of the five empirical hypotheses used to test this general 
hypothesis were found to be statistically significant. 
General hypothesis There will be a relationship between a 
manager's selected personal variables, selected situational 
variables and his management behavior. 
Five empirical hypotheses used to test this general hypothesis were 
found to be statistically significant. 
General hypothesis 9^: There will be a relationship ueLweea 
a manager's selected personal variables, selected situational 
variables, his management behavior practices (performance) 
and the efficiency of the association which he manages. 
Two empirical hypotheses used to test this general hypothesis were 
found to he statistically significant. 
General hypothesis 10 : There will be a relationship between 
a manager's selected personal variables, selected situational 
variables, his management behavior practices (performance), 
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the efficiency of the association which he manages and the 
economic success and/or performance of that association. 
Data in this study show support to this general hypothesis. 
The statistical methods used were zero order correlation, multiple 
linear regression, and F test. 
Based on the theoretical discussion and the outcome of the study it 
was concluded that the developed analytical model is valid and could be 
used either in predicting types of management behavior or the economic 
performance and/or the relative economic success of the agricultural 
marketing cooperatives. It was concluded also that the analytical model 
might be used as a useful tool in studying and/or predicting human behavior 
in general and the output of human behavior practices and its consequences 
in particular. 
Limitations of this dissertation and suggestions for future research 
were discussed. 
Finally, it is hoped that both the developed analytical model and 
the research findings of this dissertation will provide a point of 
departure or some relevant insights for future research on action and out­
comes of action especially in agricultural marketing cooperatives. 
379 
LITERATURE CITED 
1. Abshier, George S. and Dahle, Robert D. Management for agricultural 
marketing firms. Mimeographed. North Carolina State College 
Cooperative Extension Service 123. ca. 1960. 
2. Aizsilnieks, Arnolds P. Farmer cooperatives and economic welfare--
a reply. Journal of Farm Economics 34; 400-403. 1952. 
3. Aizsilnieks, Arnolds P. A final word on cooperatives. Journal of 
Farm Economics 34: 563-566. 1952. 
4. Allen, Louis A. The management profession. New York, New York, 
McGraw-Hill Book Company. 1964. 
5. Aresnik, Cddvar. Coments on "Economic nature of the cooperative 
association". Journal of Farm Economics 37; 140-144. 1955. 
6. Baume1, C. Phillip. Productivity of management in local cooperative 
elevators. Unpublished Ph.D. thesis. Ames, Iowa, Library, Iowa 
State University of Science and Technology. 1961. 
7. Baume1, C. Phillip and Fuller, Wayne A. Estimates of the productivity 
of management practices in local agribusiness firms. Journal of 
Farm Economics 46; 857-865. 1964. 
8. Beal, George M. , Bohlen, Joe M. and Raudabaugh, J. Neil. Leadership 
and dynamic group action. Ames, Iowa, Iowa State University Press. 
1962. 
9. Berelson, Bernard and Steiner, Gary A. Human behavior: an inventory 
of scientific findings. New York, New York, llarcourt, Brace and 
World, Inc. cl964. 
10. Bernard, L. L. A theory of rural attitudes. American Journal of 
Sociology 22: 630-649. 1917. 
11. Bertalanffy, Ludwig von. Problems of life; an evaluation of modern 
biological and scientific thought. New York, New York, Harper 
Torchbooks. 1960. 
12. Bohlen, Joe M. and Beal, George M. Sociological and social psycho­
logical factors related to credit use patterns. Unpublished 
mimeographed paper presented at annual conference of TVA Coopera­
tives, Knoxville, Tennessee. Ames, Iowa, Department of Sociology 
and Anthropology ; Iowa State University of Science and Technology, 
1960 .  
13. 
14. 
15, 
16 
17 
18 
19 
20 
21  
22 
23 
24a 
24b 
25 
26 
380 
Brewster, John M. Society values and goals in respect to agri­
culture. In goals and values in agricultural policy; papers as 
assembled and published under the sponsorship of the Iowa State 
University Center for Agricultural and Economic Development. 
Pp. 114-137. Ames, Iowa, The Iowa State University Press. 1961. 
Broom, Leonard and Selznick, Philip. Sociology. New York, New York, 
Harper and Row. cl963. 
Clark, Eugene. Farmer cooperatives and economic welfare. Journal 
of Farm Economics 34; 35-51. 1952. 
Clark, Eugene. Farmer cooperatives and economic welfare - rejoinder. 
Journal of Farm Economics 34: 404-407. 1952. 
Cooley, C. H. Sociological theory and social research. New York, 
New York, Henry Holt. 1930. 
Coser, L. A. The functions of social conflict. Glencoe, 111., The 
Free Press. 1956. 
Coser, Lewis A. and Rosenberg, Bernard. Sociological theory; a 
book of readings. Second edition. New York, New York, The Macmillan 
Company. 1964. 
Cranny, Charles Joseph. Improvement in validity through the addition 
of confidence judgements to traditional aptitude measurement tech­
nique. Unpublished M.S. thesis. Ames, Iowa, Library, Iowa State 
University of Science and Technology. 1965. 
Davis, K. Human society. New York, New York, The Macmillan Company. 
1949. 
Dewey, John. Human nature and conduct. New York, New York, Henry 
Hole and Cuiupaay. 1922. 
Domar, E. 0. The Soviet collective farm as a producer cooperative. 
American Economic Review 56: 734-757. 1966. 
Drayton, Leslie E. Cooperatives and economic welfare. Journal of 
Farm Economics 34: 555-557. 1952, 
DuBois, Philip H, Multivariate correlational analysis. New York, 
New York, Harper and Brothers Publishers. 1957. 
Easton, David. A systems of analysis of political life. New York, 
New York, Wiley. 1965. 
Edwards, Allen L. Techniques of attitude scale construction. New 
York, New York, Appleton-Century-Crofts, Inc. 1959. 
27 ,  
28, 
29  
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40  
381 
Emelianoff, Ivan V. Economic theory of cooperation. Washington, 
D.C., Ivan V. Emelianoff. 1942. 
Enke, Stephen. Consumer cooperatives and economic efficiency. 
American Economic Review 35; 148-155. 1945. 
Evans, Homer C. The nature of competition among apple processors 
in the Appalachian area. June, 1957, West Virginia Agricultural 
Experiment Station Bulletin 405: 18-21. 
Fayol, Henri. General and industrial management. Translated by 
Constance Storrs. London, England, Sir Isaac Pitman and Sons. 
1949. 
Filley, H. C. Cooperation in agriculture. New York, New York, John 
Wiley and Sons, Inc. 1929. 
Fishbein, Martin, ed. Readings in attitude theory and measurement. 
New York, New York, John Wiley and Sons, Inc. 1967. 
Gislason, Conrad. Cooperatives and resource allocation. Journal 
of Farm Economics 34: 558-563, 1952. 
Given, William B., Jr. Experience in the development of management 
people. In Marvin Bower, ed. The development of executive leader­
ship. Cambridge, Mass., Harvard University Press, 1951. 
Gross, Neal, Mason, Ward S, and McEachern, Alexander W, Exploration 
in role analysis. New York, New York, John Wiley and Sons, Inc. 
cl958. 
Hagen, Everett E. On the theory of social change. Homewood, 111., 
Dorsey, 1962, 
Kelmberger, FeLer G, Cooperative bargaining in agriculture. 
Unpublished Ph.D. thesis. Berkeley, California, Library, University 
of California, 1961. 
Helmberger, Peter G, Cooperative enterprise as a structural dimension 
of farm markets. Journal of Farm Economics 46: 603-617, 1964. 
Helmberger, Peter and Hoos, Sidney. Cooperative bargaining in 
agriculture: grower-processor markets for fruits and vegetables. 
Monograph; University of California Division of Agricultural 
Sciences. 1965. 
Himes, Daniel H, The relation of attitudes to managerial performance. 
Unpublished M.S. thesis. Ames, Iowa, Library, Iowa State University 
of Science and Technology. 1967, 
382 
41. Hobbs, Daryl Jerome. Value and attitude prediction of differential 
farm management ability. Unpublished Ph.D. thesis. Ames, Iowa, 
Library, Iowa State University of Science and Technology. 1963. 
42. Hobbs, Daryl Jerome, Seal, George M. and Bohlen, Joe M. The 
relation of farm operator values and attitudes to their economic 
performance. Iowa State University of Science and Technology, 
Department of Sociology and Anthropology, Rural Sociology Report 
33. 1964. 
43. Hodges, Henry G. and Ziegler, Raymond J. Managing the industrial 
concern. Boston, Mass., Houghton Mifflin Company. 1963, 
44. Hoiden, Paul, Fish, Lounsburg, S. and Smith, Hubert L, The 
anatomy of organizations. In Litterer, Joseph A., ed. Organiza­
tions; structure and behavior. Pp. 76-83. New York, New York, 
John Wiley and Sons, Inc. cl963. 
45. Homans, George C. The human group. New York, New York, Harcourt 
Brace. 1950. 
46. Homans, George C, Social behavior; its elementary forms. New 
York, New York, Harcourt, Brace and World. 1961. 
47. Jucius, Michael J. and Schlender, William E. Elements of managerial 
action. Revised edition. Homewood, Illinois, Richard D. Irwin, Inc. 
1965. 
48. Karpf, Fay Berger. American social psychology. New York, New York, 
McGraw-Hill Book Company, Inc. iy32. 
49. Kasperbauer, Lawrence Francis. Sociological and social psychological 
factors related to farmers use patterns of selected mass media. 
Unpublished Ph.D. thesis, Ames, Iowa, Library, Iowa State University 
of Science and Technology. 1965. 
50. Klineberg, Otto. Social psychology. New York, New York, Henry 
Holt and Company, 1940. 
51. Koontz, Harold and O'Donnell, Cyril. Principles of management, an 
analysis of managerial functions. Second edition. New York, New 
York, McGraw-Hill Book Company, Inc. 1959. 
52. Krech, David, Crutchfield, Richard S., and Ballachey, Egerton L. 
Individual in society. New York, New York, McGraw-Hill Book Company, 
Inc. 1962, 
53. Ladd. George W. Agricultural bargaining power. Ames, Iowa, Iowa 
State University Press. 1964, 
383 
54. Landis, Paul H. Rural life in process. New York, New York, 
McGraw-Hill Book Co., Inc. 1940. 
55. La Piere, Richard T. and Farnsworth, Paul R. Social psychology. 
New York, New York, McGraw-Hill Book Company, Inc. 1936. 
56. Likert, Rensis. The human organization: its management and value. 
New York, New York, McGraw-Hill Book Company. cl967, 
57. Loomis, Charles P. Social systems: essays on their persistence 
and change. Princeton, N. J., D. Van Nostrand Company. 1960. 
58. Lundberg, G. A. The foundations of sociology. New York, New York, 
The Macmillan Company. 1939. 
59. Maclver. Society. New York, New York, Farrar and Rinehart. 
1937. 
60. Maclver. Social causation. New York, New York, Ginn and 
Company. cl942. 
61a. McCabe, Bernard Oliver. The objectives of the manager and board of 
directors of local cooperatives and their impact on the behavior of 
the firm. Unpublished M.S. thesis. Ames, Iowa, Library, Iowa State 
University of Science and Technology. 1966. 
61b. McGehee, William and Thayer, Paul W. Training in business and 
industry. New York, New York, John Wiley and Sons, Inc. cl961. 
62. Mer ten, Robert îC. Social theory and sccLal structure. Glencoe, 
Illinois, The Free Press. 1957. 
63. Mooney, James D. The principles of organization. Revised edition. 
New York, New York, Harper and Brothers. 1947. 
64. Nelson, Thomas H. The credit executive's place in management. 
Credit and Financial Management 51: 4. 1949. 
65. Newcomb, Theodore M. Social psychology. New York, New York, 
Bryden Press. 1951. 
66. Nourse, Edwin G, The economic philosophy of cooperation. American 
Economic Review 12: 557-597. 1922. 
67. Nourse, Edwin G. From dogma to science in cooperative thinking. 
American Institute of Cooperation 1946: 6-13. 1946. 
68. Ohm, Hans. Member behavior and optimal pricing in marketing 
cooperatives. Journal of Farm Economics 30: 613-621. 1956. 
69 ,  
70, 
71, 
72 
73 
74 
75 
76 
77 
78 
79 
80 
81 
82 
384 
Park, R. E. and Burgess, E. W. Introduction to the science of 
sociology, 2nd ed. Chicago, Illinois, University of Chicago Press. 
1924. 
Parsons, Talcott. General theory in sociology. In Merton, Robert 
K. , Broom, Leonard and Cottrell, Leonard S., Jr., eds. Sociology 
today. Pp. 3-38. New York, New York, Basic Books, Inc. cl959. 
Parsons, Talcott. The social system. Glencoe, Illinois, The Free 
Press. 1951. 
Petersen, Elmore and Plowman, E. Grosvenor. Business organization 
and management. 3rd ed, Homewood, Illinois, Richard D, Irwin, Inc. 
1953. 
Phillips, Richard. Economic nature of the cooperative association. 
Journal of Farm Economics 35: 74-78. 1953. 
Phillips, Richard. Managing for greater returns. Manhattan, 
Kansas, Agriculture Research, Inc. cl962. 
Phillips, Richard, Managing tor greater returns in country elevator 
and retail farm supply businesses. Des Moines, Iowa, Garner 
Publishing Company. 1957, 
Plunkett Foundation for Cooperative Studies. Year Book of Agri­
cultural Cooperation. Oxford, England, Basil Blackwell and Mott, 
Ltd. 1967. 
Powell, G. Harold. Cooperation in agticuluute. New York, New 
York, Macmillan Company. 1913. 
Rigby, Paul H. Theory and economic analysis for business manage­
ment. Columbia, Missouri, The Curators of the University of 
Missouri. 1965. 
Robinson, Joan. Soviet collective farm as a producer cooperative; 
comment. American Economic Review 57; 222-223. 1967. 
Robotka, Frank. À theory of cooperation. Journal of Farm Economics 
29; 94-114. 1947. 
Rose, Arnold M. Sociology; the study of human relations. New 
York, New York, Alfred A. Knopf. 1965. 
Roy, Ewell Paul. Cooperatives: today and tomorrow. Danville, 
Illinois, The liiterstate Printers and Publishers, Inc. 1964. 
385 
83. Rubenstein, Albert H. and Haberstroh, Chadwick J. Some theories of 
organization, Homewood, Illinois, The Dorsey Press, Inc. and 
Richard D. Irwin, Inc. cl960. 
84. Savage, Job K. Comment on "Economic" nature of the cooperative 
association. Journal of Farm Economics 36: 529-534. 1954. 
85. Scott, William G. Human relations in management a behavioral science 
approach. Homewood, Illinois, Richard D. Irwin, Inc. cl962. 
86. Scott, William G. Organization theory; an orverview and an 
appraisal. In Litterer, Joseph A., ed. Organizations: structure 
and behavior. 
87. Sheldon, Oliver. The philosophy of management. New York, New York, 
Prentice-Hall, Inc. 1923. 
88a. Simmel, G. Conflict and the web of group affiliations. Translated 
by K. H. Wolff and R. Bendix. Glencoe, Illinois, The Free Press. 
1955. 
88b. Snedecor, George W. and Cochran, William G. Statistical methods. 
6th ed. Ames, Iowa, The Iowa State University Press. 1967. 
89. Sorokin, Pitirim A. Sociological theories of today. New York, 
New York, Harper and Row. 1966. 
90. Taylor, Carl C. Rural sociology. New York, New York, Harper and 
Bros. 1933. 
91. Thomas, William I. The unadjusted girl, Boston, Mass., Little 
Brown and Company. 1923. 
92. Ward, Benjamin. The firm in lilyria; market syndicalism. American 
Economic Review 48: 566-589. 1958. 
93. Warland, Rex Hovey. The relationship between rural value-
orientations and farm policy positions. Unpublished Ph.D. thesis. 
Ames, Iowa, Library, Iowa State University of Science and Technology. 
1966. 
94. Warren, Richard D. The influence of a dealer training program. 
Unpublished Ph.D. thesis. Ames, Iowa, Library, Iowa State University 
of Science and Technology. 1965. 
95. Weber, îlax. The theory of social and economic organization. 
Translated by A. M. Henderson and Talcott Parsons, edited by Talcott 
Parsons. Glencoe, Illinois, The Free Press. 1964. 
96. Williams, Robin M., Jr. American Society; a sociological incerpreca-
tion. New York, New York, Alfred A. Knopf, Inc. 1957. 
386 
97. Wo lins, Leroy, Johnson, K. E. and Mackinney, A. C, Direct magni­
tude estimation of scale values of attitude statements compared 
with a normal transformation of scale values derived from the 
method of equal appearing intervals. Unpublished mimeographed 
paper presented at Midwestern Psychological Association, Chicago, 
Illinois, May, 1963. Ames, Iowa, Department of Psychology, Iowa 
State University of Science and Technology. £a. 1965. 
98. Youde, James and Helmberger, Peter. Marketing cooperatives in 
the U.S.: membership policies, market power, and antitrust policy. 
Journal of Farm Economics 48; 23-36. 1966. 
99. Young, K. , ed. Social attitudes. New York, New York, Henry Holt and 
Company. 1931. 
LOO. Young, K. Sociology: A study of society and culture. New York, 
New York, American Book Company. 1949. 
101. Zalezink, Abraham and Moment, David. llie dynamics of interpersonal 
behavior. New York, New York, John Wiley and Sons, Inc. 1964. 
102. Znaniecki, Florain. Social actions. New York, New York, Farrar 
and Rinehart, Inc. cl936. 
387 
ACKNOWLEDGMENTS 
The author wishes to express his sincere appreciation to Dr. George 
M. Beal for his considerable and constructive comments, valuable sug­
gestions and encouragement throughout the development of this thesis and 
throughout the graduate program. 
The author is deeply indebted to Dr. Richard D. Warren for his 
valuable assistance in the preparation of this thesis. 
Acknowledgment and appreciation are extended to Dr. Joe M. Bohlen, 
Dr. Virgil S. Lagomarcino, and Dr. Gerald Klonghan for their suggestions 
on the dissertation and on the author's graduate program of study. 
In addition, the author wishes to acknowledge all the facilities 
provided to him by the Department of Sociology and Anthropology at Iowa 
State University. 
Acknowledgment and appreciation are also extended to Mrs. Mary Brown 
for typing chis dissertation. 
The author finally wishes to acknowledge the moral and monetary 
support rendered to him by all of his fellow citizens the people of the 
United Arab Republic especially the moral support and encouragement of 
his parents and brothers. 
388 
APPENDIX A 
Each of the management behavior (performance) questions as they 
appeared in the schedule are presented below. Scoring of the individual 
response to each question is also presented along with the question. 
They are grouped under the concepts which they operationalize and are 
numbered consecusecutively. An asterisk (") denotes those items which 
formed the final measures. 
General Planning and Decision Making Items 
1. In making a major decison, what steps or processes do you 
go through? 
Code 
Coded by certainty method. 
2. Once a major decision to make a change has been made, what 
are some of the things you would do to insure that the 
implementation of this decision will be successful? 
Code 
Coded by cerLaiuty metiiod. 
ic 
3. How do you protect yourself against market price changes on 
products and supplies in inventory? 
Code 
Coded by certainty method. 
4. Within the lines, how do you determine what brands and quali­
ties of merchandise to handle? 
Code 
Coded by certainLy raethod. 
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On what basis do you select your wholesale sources and outlets? 
Code 
Coded by certainty method. 
What are the major factors you have taken into consideration in 
deciding (or in making recommendations to your board) to add or 
to drop existing lines of business or reorganizing your business 
to place greater emphasis on a given line? 
Code 
Coded by certainty method. 
Most businesses attempt to create a favorable image with their 
customers. What are the essential features or ingredients in the 
image you are trying to create for this business? 
Code 
Coded by certainty method. 
Organizing and Staffing Items 
what factors do you take into consideration in making decisions con­
cerning how your business is divided into departments and functions? 
(Include decisions such as those concerning functions to be performed 
and departments to have.) 
Code 
Coded by certainty method. 
What methods do you use to determine the number and qualifications 
of the employees needed in your business firm? 
Code 
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How do you determine the responsibilities and work loads of each 
of your employees? 
Code 
Coded by certainty method. 
What type of job descriptions do you have for each employee 
position in your business? 
Code 
1 = do not write job descriptions 
2 = have verbal job descriptions for all employees 
3 = have written job descriptions for supervisory 
employees only 
4 = have written job descriptions for all employees 
Directing and Leading Items 
Does this business have an incentive plan for its employees? 
Code 
1 = no 
2 = yes 
For which employees do you have a plan? 
Please indicate their positions. 
Code 
0 = does not apply 
1 = no plan 
2 = manager and assistant manager only 
3 = sales people only 
4 = manager, assistant manager and sales people 
5 = all employees 
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Coordination and Communication Items 
Which one of these statements best describes the way you feel 
about key employee relationships with patron members? 
Code 
4 = they have a responsiblility to keep themselves well 
informed and make recommendations on all of our major 
product lines 
3 = they have a responsibility to pass on only that informa­
tion about our major product lines which is requested 
by the customer 
2 = they should be extremely cautious in making recommenda­
tions about any major product line since a poor 
recommendation could result in a loss of customers 
1 = they should provide the products requested by customers, 
but should make no recommendations about their uses 
Selling is a matter of getting your ideas and product information 
to purchasers. What factors do you take into consideration in 
getting this job done? 
Code 
Coded by certainty method. 
As you think of merchandising your products, do you classify your 
farmer customers into different groups and use different selling 
approaches on them? 
Code 
Coded by certainty method. 
(If yes to the above question); 
What are the major factors you take into consideration 
in classifying them? 
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Code 
Coded by certainty method 
(The above two items are coded as one item.) 
How do you communicate the limits on the amount and time of 
credit repayment to your customers? 
Code 
Coded by certainty method. 
How is information in your business communicated from you to 
your employees? 
Code 
Coded by certainty method. 
Controlling Items 
Do you prepare a budget for your next operating year? 
Code 
Coded by certainty method 
(If yes to the above question.); 
What types of budgets do you use and how are they 
employed? 
Code 
Coded by certainty method. 
(The above two items are coded as one item.) 
What kinds of ratios do you use to determine how efficient you 
are in your business? VJhat are the factors you take into con­
sideration in deciding on what these ratios should be? 
Code 
Coded by certainty method. 
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Do you compare actual results to your budget 
Code 
1 = no 
2 = yes 
(If yes to the above question); 
How often do you make this comparison? 
Times per month Times per year 
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APPENDIX B 
The following are the items used in the final analysis of each 
attitude scale. 
Profit Accumulation Scale 
Item number Scoring Item 
1 + The greates satisfaction in being a manager 
comes in running a highly profitable 
business, 
2 + The most successful manager is the one who 
makes the most profit for his business. 
3 + The only real goal in managing is to 
maximize business profits . 
4 + The manager's most important objective 
should be to make the business profitable. 
Individualism Scale 
1 + Having the freedom to make up my own mind, 
is to mei one of rhe major advantages in 
management. 
2 Pcrhops the greatest reward in a management 
position is the opportunity to make your 
cvvT. dcc i s ions. 
3 -r I don't like to feel obligated to people. 
4 + 1  f e e l  t h e  m a n a g e r  w h o  h a s  p r o v e n  h i s  
financial ability should be given a strong 
voice in his community. 
5 + One of the best ways to get ahead financially 
is to be independent in your decision making. 
6. - In the long run, a manager is better off to 
establish a pattern and stick with it rather 
than to continually change his business 
operation. 
7 
8 
9 
10 
1 1  
12 
13 
14 
15 
1 
2 
395 
Scoring Item 
One of the best guides in making decisions 
is what has worked in the past. 
+ The influence a manager exerts really 
decides the financial outcome of a 
cooperative. 
+ One of the best single indicators of 
whether or not a man will make a good 
manager is his ability to make his own 
decisions. 
+ A person should always be master of his 
own fate. 
+ A man in business for himself should be 
free to make his own decisions without 
any outside interference. 
+ People at all levels in local cooperatives 
possess the capacity to exercise imagina­
tion, ingenuity, and creativity in the 
solution of problems. 
+ For the most part an individual should 
"go it alone" and make his own decisions. 
+ One of parents' greatest obligations is to 
teach their children to make decisions on 
their own uninfluenced by what others 
may say or do. 
+ An individual should try to solve his own 
problems by himself. 
Risk Preference Scale 
+ I regard myself as the kind of person who 
is willing to take a few more risks than 
the average manager. 
-t- Ï would rather take more of a chance on 
making a big profit than to be content 
with a smaller but less risky profit. 
3 
4 
5 
6 
7 
8 
9 
10 
11 
1 
2 
3S)6 
Scoring Item 
+ Those managers who have made the greatest 
financial success have been willing to 
deviate from what the customers considered 
to be right. 
+ It's good for a manager to take risks 
when he knows his chance of success is 
fairly high. 
+ A manager must be willing to take a great 
number of risks to stay in business 
Most managers are becoming so oriented 
toward making money, they don't have time 
to enjoy life. 
Many of the new merchandising ideas that 
come out these days are not practical for 
the average dealer. 
+ A co-op manager can be successful even if 
his member-patrons are somewhat unhappy 
with his business practices. 
+ A manager must be willing to take a great 
number of risks to get ahead. 
Most workers want to be directed and 
controlled. 
+ Managers who are willing to take more 
than average chances usually do better 
financially. 
Job Definition Scale 
+ Jobs should contain as much challenge 
and opportunity as possible, 
+ One of the most important things a manager 
can do is to work out a long-range plan 
for his business operation. 
+ Obtaining information on management is a 
necessary activity for the successful 
functioning of any manager. 
4 
5 
6 
7 
8 
9 
10 
11  
12 
13 
14 
15 
16 
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Scoring Item 
+ Most managers can improve their income 
through better management instead of 
blaming the circumstances. 
+ A good manager can overcome most marketing 
problems that he faces. 
+ Good managers take the time to seek out 
information and use this information in 
making decisions. 
+ I admire the manager who can get a job done 
most efficiently due to effective planning. 
+ It is important to take time to consider 
the alternative ways of doing a job before 
deciding which one is best. 
+ A manager must keep up and apply new 
methods in business management to be able 
to compete. 
+ Time spent in learning about new manage­
ment practices is time well spent. 
+ In most cases a manager can save time in 
the long run by first sitting down and 
figuring the problem out. 
Attneding a short course where new ideas 
might be presented is usually a waste of 
time. 
+ The price a person has to pay for financial 
success is not worth it. 
4- The independent spirit--spurning all aid, 
needing no one, self-reliant and free--
this is man at his best. 
+ Good management is the most important 
factor in making a business successful. 
Most dealers spend too much time and effort 
ill keeping Laeuiselves up-Lo-dale on new 
merchandising practices. 
17 
18 
19 
20 
21  
22 
23 
24 
25 
26 
27 
28 
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Scoring Item 
+ In order to stay in business a dealer has 
to keep learning and trying new things, 
+ If a man wants a thing done right, he 
must do it himself. 
+ A manager's thinking and planning counts 
for more in business success today than 
do his regular chores. 
+ Hours spent by a manager evaluating and 
making future plans for his business are 
generally more profitable than hours spent 
helping with the mixing or grinding 
operations, 
Many managers spend too much time and effort 
trying to keep themselves up-to-date on 
new things in business management. 
+ Good management can eliminate most of the 
risks involved in any business. 
+ I really respect an individual who makes 
his own decisions and is willing to stand 
behind them. 
+ Under the right conditions workers will 
seek and accept responsibility. 
A new manager would do well to find out 
the opinions of more experienced managers 
before making decisions. 
There are more important things in life 
than trying to make a few extra dollars. 
+ Some new ideas may hurt a business, but 
I don't let that stand in my way of trying 
some of the better ones.. 
You can really get farther by talking 
with and cooperating with people. 
Thinking, reading, and planning are not 
really important to me in managing this 
business. 
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Item number Scoring Item 
30 + Many managers should spend more time 
analyzing their records for operational 
efficiency and less time actually assist­
ing in the keeping of business records. 
31 + A real problem that many farm supply 
managers have is that they don't think 
through a set of goals and objectives for 
their business operation. 
32 + A co-op manager is in a good position to 
compete favorably in most any locality. 
33 + Man will exercise self-direction and self 
control in the service of worthwhile 
objectives. 
34 + While it is true that a person may become 
too oriented toward making money, many 
managers would be better off if they would 
spend more time trying to make their 
business pay. 
35 + Most managers can improve their income 
through harder work instead of blaming 
the circumstances 
36 + One of the most important things a manager 
can do is attend a training program where 
new ideas might be presented. 
37 - A manager should always have a contingency 
fund in case of emergency. 
38 + One of the most important things a manager 
can do is to be sure a good set of records 
is kept. 
39 - One of the most undesirable things about 
being a manager of a cooperative is that 
too many decisions are made for you by the 
board of directors. 
40 + The best way to avoid trouble is to be as 
independent as possible. 
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Progressivism Scale 
Item number Scoring Item 
1 - It is more important for managers to make 
decisions on the basis of past experience 
and rules of thumb than to try to find 
new ways of doing things. 
2 - New ideas in managing are all right but 
I don't use very many of them. 
3 - Before trying any new practice or idea, 
it is pretty wise to wait and see how it 
is working out for some of the other 
businesses. 
4 - Many managers spend too much time trying 
to think through alternate ways of doing 
a job rather than going ahead and doing 
the job the way they already know. 
It is more important to me to be known 
as a person who gets along well with 
others and has a lot of friends rather 
than a person who likes to make decisions 
for himself. 
A manager really can't afford to experiment 
with different ideas in the business. 
A manager is better off to continue tradi­
tional management practices since many of 
the new-fangled ideas are not suited to 
his business operation. 
If I feel tliat the odds are greater than 
60-40 against an alternative course of 
action paying off, I look for other choiccs, 
In deciding about making changes in his 
business, a manager's first consideration 
should be "is it profitable". 
It is more important for the dealer to make 
decisions on the basis of past personal 
experience than to try to find out new ways 
to do things. 
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Item number Scoring Item 
11 - It is better to stay as a manager of a 
firm with a lower salary and fewer problems 
than change to a firm with a higher salary 
and many problems. 
12 - A manager's willingness to spend some 
time assisting with day to day operations, 
such as with the grinding operations, is 
more important in a successful business 
than all the new ideas he reads or 
hears about. 
13 - ïtie best way to solve problems is to dig 
in and work on them immediately instead 
of wasting time trying to think of better 
or easier solutions. 
Tradition Scale 
A manager should never borrow large sums 
of money for operating capital. 
A manager's most important asset is a 
"strong back". 
If a man is going to hire labor he should 
be willing to work right along side the 
man he has hired. 
If I had a choice I would rather work 
with my hands than read a book. 
The manager who gets ahead fastest is the 
one who sticks to the old proven ways of 
doing. 
There are so many desirable things in 
life that a person can afford to get 
along on a lower income to maintain 
these advantages. 
If you want to increase worker efficiency 
you have to apply more pressure. 
Most workers don't really care whether a 
job is interesting and challenging. 
Actually you can rely on very few people. 
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Independence Scale 
Managing would be extremely difficult 
without the advice and help of my board. 
The world is simply too complex for a 
man to be completely independent. 
The man who stands alone is the man who 
is admired. 
Management Orientation Scale 
The slack seasons in farm product handling 
can be overcome readily by good planning 
by the manager. 
A good co-op manager does not have great 
difficulty overcoming stiff local 
competition. 
Losses due to market change can be 
effectively hedged against. 
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APPENDIX C 
Job Sal i sfac- tr. i on I t erns 
Job satisfaction items as they appeared in the interview schedule 
are presented below. An asterisk (") denotes those items which formed 
the final scale. 
Vf 
1. How satisfied are you with the authority you have been given by 
your board of directors to do your job? 
2. How satisfied are you with your present position when you compare 
it to similar managerial positions in the state? 
3. How satisfied are you with the progress that you are making toward 
the goals which you set for yourself in your present position? 
4. How satisfied are you that the people of your community give proper 
recognition to your work as a manager of a cooperative? 
5. How satisfied are you with your present salary? 
6. How satisfied are you with the amount of time which you must 
devote to your job? 
7. How satisfied are you with the amount of interest shown by the 
community in its cooperative? 
8. How satisfied are you with your present job when you consider the 
expectations you had when you took the job? 
9. How satisfied are you with the work that you do as the manager of 
a cooperative? 
•)V 
10. How satisfied are you with the level of challenge and responsi­
bility you are faced with in your present position? 
11. How satisfied are you with the amount of authority you are given 
for the tasks you are expected to perform? 
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Table 81. Intercorrelations of empirical measures^ 
Vari­
able X, X^ X^ X, X, X^ X, X„ X„ X, „ X,, X,, X,, X,, X,, X,, X,, X, „ X 
No. 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 
Xj^ — .33 .07 .27 .31 .02 .25 .20 .27 .05 .30 .01 .17 .21 .16 -.26 -.21 .20 .06 
Xg — .02 .32 .41 -.21 .24 .07 .34 -.19 .24 .01 .02 .22 .03 -.13 -.04 .18 -.12 
Xg -- .13 .21 .13 .05 -.04 -.06 -.03 .14 -.08 .00 .11 -.01 .05 .06 -.02 .11 
- -  .32  .11 .07 .32 .17 .02 .34 .22 .01 .24 .12 -.07 -.11 .03 .10 
^5 — .12 .17 .16 .15 -.15 .14 -.03 .07 .35 .15 -.22 -.14 .09 -.13 
\ .11 .26 -.30 .24 -.12 .04 .05 .06 .08 .00 .05 -.13 .26 
^7 . 09  .25 .04 .31 -.31 .31 .20 .03 -.04 .00 .09 .09 
^8 .09 .30 -.08 .02 .07 .18 .11 .11 .14 .16 .14 
^9 . 22  .40 .04 .16 .27 .18 -.09 -.17 .08 -.13 
^10 .11 .14 .14 -.02 -.07 .19 .22 -.14 .02 
^11 .05 .18 .30 .12 -.11 -.10 .14 .01 
^12 .21 -.11 -.10 .07 .02 -.06 -.15 
^13 — .07 -.02 -.16 -.09 -.01 -.02 
^14 -- .26 -.21 -.15 .26 -.13 
^15 -- -.13 -.16 .21 .12 
^16 -- .75 -.05 0.16 
17 -- -.08 -.06 
^18 .05 
1^9 
2^0 
2^1 
"22 
2^3 
2^4 
"25 
2^7 
2^8 
2^9 
3^0 
Si 
X32 
X33 
^4 
S 5 
"Correlation coefficient of 0.200 or greater required for significance at 0.05 lev 
Correlation coefficient of 0.265 or greater required for significance at 0.01 level of 
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.10 
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. 11 
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.04 
-.08 
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.00 
.05 
-.05 
.01 
-.02 
- . 1 1  
.07 
.21 
-.04 
-.06 
.05 
-.09 
.05 
.09 
-.06 
.35 
-.04 
.18 
.13 
.06 
-.03 
.06 
.01 
-.13 
.13 
.18 
-.20 
.15 
-.06 
.07 
.06 
-.05 
-.17 
.00 
.14 
.21 
-.08 
. 2 2  
.04 
.14 
-.12 
.16 
-.05 
- . 1 1  
-.04 
-.01 
-.01 
-.09 
.05 
-.29 
-.05 
-.18 
-.02 
-.17 
-.01 
- . 11  
-.05 
.15 
-.08 
-.03 
. 1 1  
-.07 
.05 
-. 06 
-.07 
-.02 
.02 
.00 
.18 
-.03 
.00 
.01 
-.18 
32 
- . 1 2  
-.17 
-.17 
-.19 
- . 2 0  
-.09 
-.15 
-.09 
-.38 
. 10  
-.23 
. 08  
- . 1 6  
-.25 
-.02 
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-.03 
-.13 
.05 
-.02 
-.03 
- . 1 8  
-.19 
.01 
- . 2 2  
-.17 
-.11 
-.08 
- . 1 2  
. 0 2  
-.08 
33 34 
. 1 6  
. 1 8  
. 1 8  
.15 
.13 
- . 1 1  
.37 
-.02 
.14 
.06 
.08 
-.04 
.10 
.09 
- . 1 1  
.04 
. 1 1  
.08 
-.03 
.04 
-.06 
-.16 
-.02 
.07 
.07 
.02 
.22 
. 1 1  
.00 
.10 
-.12 
-.20 
.16 
.25 
.10 
.26 
.18 
.08 
.02 
.10 
.09 
-.10 
.30 
.10 
- . 1 1  
.31 
-,05 
.12 
.15 
.03 
-.18 
-.03 
. 11  
. 24 
.30 
-.04 
-.11 
.06 
.01 
. 1 1  
.02 
. 2 0  
-.01 
-.25 
. 2 0  
35 
.04 
.40 
.12 
.10 
.27 
-.01 
.12 
-.05 
.01 
-.09 
.07 
-.04 
-.25 
.24 
-.05 
-.04 
-.01 
.15 
-.04 
.10 
.28 
.21 
.03 
-.19 
.00 
-.04 
.06 
-.10 
.13 
.43 
-.04 
-.06 
.09 
.15 
3<r 
.23 
.35 
.10 
.25 
.14 
.08 
.02 
.37 
.09 
.13 
.08 
-.03 
-.03 
.14 
-.15 
.32 
.33 
-.04 
.03 
.02 
.05 
.08 
.12 
.02 
-.03 
.00 
.03 
.04 
.00 
.31 
-.18 
-.16 
.08 
.34 
.17 
ace at 0.05 level of probability. 
0.01 level of probability. 
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The variables shown in Table 81 are as follows: 
= Management general planning and decision making performance 
Xg = Management organizing and staffing performance. 
= Management directing and leading performance 
= Management coordination and communication performance 
X_ = Management controlling performance 
X^ = Attitude toward profit accumulation 
X ^ = Perception of job 
Xg = Attitude toward assuming risk 
Xg = Attitude toward progressivism 
X^Q = Attitude toward individualism 
X^^ = Attitude toward traditional means of management 
X^2 = Attitude toward independence 
X^2 = Attitude toward management orientation 
X,, = Years of formal education 
14 
X^^ = Years of vocational agriculture 
X,^ = Years as manager of the farmer cooperative 
X^^ = Management experience 
X = Management training 
X^g = Farm work experience 
X^Q = Any specialized training 
Xg^ = Chemical knowledge 
^22 ~ Fertilizer knowledge 
~ Finance knowledge 
X^^ = Knowledge about money value 
407 
^5 Knowledge about profit building 
^6 
= Knowledge about margin determination 
^27 
= Job satisfaction 
^8 
= Sources of management information 
^9 
= Sources of product information 
So 
= Number of similar businesses in the trade area 
Si 
= Competition rate 
S2 
= Restrictions of the competitive situation 
S3 
= Perception of success in competition 
S4 
= Fertilizer sales categories 
Ss 
= Cost per dollar sales 
S6 
= Average net operating revenue 
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APPENDIX E 
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i  
1 
Dea le r  S tudy  -  Pre tes t  
P ro jec t  No .  1626  
Iowa  S ta te  Un ive rs i t y  
Ju ly -Augus t ,  1966  
CONFIDENTIAL  
Schedu le  Number  
I n te rv iewer ' s  Name 
Da te  
He l lo !  My  name i s  .  I 'm  rep resen t ing  the  Iowa  S ta te  
Un ive rs i t y  Agr i cu l tu ra l  Exper imen t  S ta t ion  i n  Ames  wh ich  i s  conduc t ing  a  
research  s tudy  o f  Iowa  fa rmer  coopera t i ves .  In  the  ea r l y  phases  o f  th i s  
p ro jec t  you  were  i n te rv iewed  abou t  the  goa ls  o f  the  coopera t i ve  and  rece ived  
a  package  o f  ma te r ia l s  to  comp le te  and  re tu rn  to  Ames .  We have  g rea t l y  appre ­
c ia ted  your  coopera t ion  thus  fa r  i n  the  s tudy .  The  i n te rv iewer  i n  June  as  
we l l  as  the  l e t te r  f rom Mr .  Pepper  po in ted  ou t  tha t  the  f i na l  phase  wou ld  be  
an  i n te rv iew i n  Ju ly .  In  th i s  in te rv iew,  we w i l l  cover  management  a reas  and  
bus iness  ac t i v i t i es  wh ich  were  no t  covered  ea r l i e r .  Your  ass is tance  i n  th i s  
phase  and  ea r l i e r  phases  w i l l  make  an  impor tan t  con t r i bu t ion  to  th i s  research  
e f fo r t .  
In  th i s  phase ,  we  a re  in te res ted  in  your  op in ions  and  ideas  as  an  i nd iv idua l  
manager  abou t  bus iness  management  and  bus iness  ac t i v i t i es .  As  i n  the  p rev ious  
phases ,  a l l  i n fo rmat ion  you  g i ve  us  w i l l  be  t rea ted  as  s t r i c t l y  con f iden t ia l  
y» >.<• 1 I fT» » î f «.•« •-l-« » * i « 
v « i  t  t  I  I  V  #  L V  I  I  C  I  I  I  I  1 1 ^  *  
May I  take  t ime  now to  in te rv iew you?  I f  no t ,  may  we  se t  up  an  appo in tmen t  
wh ich  wou ld  be  conven ien t  f o r  you?  
[ ^co rd  o f  ca l l s  - -  to  be  used  fo r  each  ca l l  ma de l  
Da te  T  i  me Resu l t s  and  Sugges t ions  
1 s  t  ca l  1  
5 Î 
2nd  ca l  1  
! 1 
3rd  ca l  1  
i i i 
Of  you  fa  i l ed  to  comp le te  any  o r  pa r t  o f  the  in te rv iew,  s ta te  reason  he re )  
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• ' • • [ ^dnd  Responden t  Cards !  
We w i l l  be  us ï i i g  these  ca rds  th rougho i : t  t he  co i j rôe  c f  th i s  i n te rv iew.  
F i r s t ,  we  wo ; . : )d  l i ke  to  d iscuss  your  i dea i  abou t  i ,  anay in  j  (h  :L .  l - us  i r i eb . ' .  i  
cooDera t  i  ves  i n  genera I .  
P lease  tu rn  to  CARD 1 .  
f .  We wou ld  l i ke  to  have  ; /ou  i nd ica te  your  eva lua t ion  o f  the  impor tance  o f  your  
rn i r .o r  depar tmen ts  t o  your  to ta l  bus iness  f rom t f ; î s  l i s t  o f  s ta tements .  
Do  you  cons ide r  your  m inor  depar tmen ts  t o  be :  
a .  Good  money  makers  i n  themse lves  . . . . . 4  
b .  Impor tan t  as  comp lementa ry  l i nes  to  round  ou t  my  bus iness  
bu t  l ess  p ro f i t ab le  than  my ma jo r  l i nes  o . . .  o3  
c .  Impor tan t  as  add i t i ona l  cus tomer  se rv i ces  . . . 2  
d .  No t  as  money-makers ,  bu t  genera l l y  i t  i s  impor tan t  t o  ca r ry  
these  l i nes  to  compete  w i th  o the r  bus inesses  1  
P lease  tu rn  to  CARD 2 .  
2 .  How impor tan t  do  \ ' ou  t h ink  i t  i s  f o r  a  dea le r  t o  keep  up  w i th  the  l a tes t  manage­
ment  p rac t i ces?  Se lec t  a  number  f rom one  to  f i ve  to  ind ica te  i t s  impor tance ,  
12 3 4 5 
j  I _i 1 
Not  Ex t reme ly  
Impor tan t  Impor tan t  
3 .  How impor tan t  do  you  th ink  i t  i s  fo r  a  dea le r  t o  keep  L ip  w i th  the  l a tes t  p rod t i c !  
i n fo rmat ion?  Se lec t  a  number  f rom one  to  f i ve  to  ind ica te  i t s  impor tance .  
12 3 4 
J S 
Not  Ex t reme ly  
Impor tan t  Impor tan t  
4 .  How impor tan t  i s  i t  to  you  to  ma in ta in  the  p remises  o f  your  bus iness  nea t  and  
o rde r l y?  Se lec t  a  number  f rom one  to  f i ve  to  ind ica te  i t s  impor tance .  
12  3 4 5  
No t  Ex t reme ly  
Imoor tan t  impor tan t  
5 „  How many  o the r  bus inesses  w i th  s im i la r  ma jo r  p roduc t  l i nes  a re  opera t ing  i n  you  
t rade  a rea?  
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Now on CARD 3 .  
6 .  i n  genera l ,  how wou ld  you  ra te  the  compet i t i on  i n  th i s  t rade  a rea?  
a .  ve ry  s t rong  compet i t i on  1 
b .  s t rong  compet i t i on  2  
c .  m i ld  compet i t i on  3  
d .  weak  compet i t i on  4  
e .  ve ry  weak  compet i t i on  5  
P lease  tu rn  to  CARD 4 ,  pa r t  A .  
7 .  How res t r i c t i ve  i s  th i s  compet i t i ve  s i tua t ion  on  your  ab i l i t y  to  be  a  success ­
fu l  manager?  Se lec t  a  number  f rom the  ca tegor ies  tha t  bes t  desc r ibes  your  
fee l i ng .  
I  2 3 4 5 6 7 8 9  1 0  1 1  
I I I 1 I I 1 I I I I 
Not  Very  
res t r i c t i ve  res t r i c t i ve  
a t  a l l  
8 .  How success fu l  a re  you  i n  compet ing  i n  th i s  s i tua t ion?  Se lec t  a  number  f rom 
the  ca tegor ies  tha t  bes t  desc r ibes  your  fee l i ng .  
1  2  3  4  5  6  7  8  3  ! 0  ! !  
I I 1 I I I I I I 1 1 
Not  Very  
do ing  we l l  success fu l  
a t  a l l  
9 .  Us ing  the  ca tegor ies  on  CARD 5 ,  how f requen t l y  do  you  pa r t i c ipa te  i n  the  ac t i ­
v i t i es  o f  the  o rgan iza t ions  i n  th i s  commun i t y?  
a .  o f ten  , . . . 4  
b .  somet imes  3  
c .  ra re l y  2  
d .  never  1  
10 .  To  how many  l oca l  commun i t y  o rgan iza t ions  do  you  be long?  
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n .  In  which three (3 )  are you most active? 
" j j^terviewer: Be sure to get these in a 1, 2 ,  3  orderT] 
1 .. 
2._  
3 .  
P lease  tu rn  to  CARD 6 .  
12 .  What  e f fec t  do  you  th ink  i t  has  on  a  dea le r ' s  success  i n  th i s  commun i t y  i f  he  
be longs  to  and  pa r t i c ipa tes  i n  commun i t y  o rgan iza t ions  such  as  fa rm o rgan iza ­
t i ons ,  c i v i c  c lubs ,  church ,  e tc .?  
a .  inc reases  bus iness  g rea t l y  4  
b .  inc reases  bus iness  somewhat  3  
c .  has  no  e f fec t  on  bus iness  2  
d .  dec reases  bus iness  somewhat  1  
P lease  tu rn  to  CARD 7 .  
We wou ld  l i ke  to  know where  you  ge t  your  i n fo rmat ion  to  ass is t  you  i n  the  management  
o f  t h i s  bus iness .  On CARD 7  a re  l i s ted  a  number  o f  poss ib le  sources  o f  i n fo rmat ion .  
13 .  What  sources  o f  i n fo rmat ion  abou t  manag ing  a re  you  p resen t l y  us ing?  
" r ^e  su re  the  responden t  l ooks  over  the  en t i re  I i  s  t ^  
P lease  rank  the  th ree  mos t  use fu l  t o  you .  
What  sources  o f  i n fo rmat ion  abou t  p roduc ts  and  the i r  uses  a re  you  p resen t l y  
us ing?  P lease  rank  the  th ree  mos t  use fu l  t o  you .  
Manaq inq  Produc t  
No t  No t  
Us ing  Us ing  Rank  Us ing  Us ing  Rank  
2  1  2  1  1 .  C l i n i cs  and  shor t  courses  sponsored  
by  commerc ia l  compan ies .  
2  I  2  1 2 .  Farm magaz ines :  L i s t  
3 .  Magaz ines  subsc r ibed  to  by  dea le rs  
on ly :  L i s t  
H .  booa  managers  i n  your  a rea ,  
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Not  
Us ing  Us ing  Rank  
No t  
Us ing  Us ing  Rank  
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
5 .  Iowa S ta te  Un ive rs i t y  and  ex tens ion  
sponsored  c l i n i cs  and  shor t  courses .  
6 .  Rad io  and  te lev i s ion .  
7 .  Commerc ia l  company  pub l i ca t ions  and  
repor ts .  
8 .  Iowa  S ta te  Un ive rs i t y  and  Un i ted  S ta tes  
Depar tmen t  o f  Agr i cu l tu re  pub l i ca t ions .  
9 .  Coun ty  ex tens ion  pe rsonne l .  
10 .  Sa lesmen fo r  manu fac tu re rs  o r  who le ­
sa le rs .  
11 .  Iowa  S ta te  Un ive rs i t y  spec ia l i s t s .  
12 .  Manu fac tu re rs  o r  the i r  techn ica l  rep ré ­
sen tâ t  i  ves .  
13 .  Newspapers  
14 .  Genera l  Observa t ion  
I  ^  c  I  m  «  
16 .  O ther :  Spec i f y?_  
i  u ,  Lo  CARD 8 *  
The  nex t  se t  o f  s ta tements  regards  emp loyee  p rac t i ces  abou t  wh ich  managers  
have  va ry ing  op in ions .  We wou ld  l i ke  to  have  your  op in ions  abou t  these  
s ta tements .  Us ing  the  ca tegor ies  on  CARD 8 ,  p lease  ind ica te  s imp ly  whe ther  
you  ag ree  w i th  the  s ta tement  o r  whe ther  you  d i sagree  w i th  i t .  A f te r  you  
have  made  t h i s  dec is ion ,  p lease  ind ica te  how ce r ta in  you  a re  abou t  t h i s  
cho ice  by  choos ing  one  o f  the  numbers  f rom 1 t o  5 .  Number  one( i )  i nd ica tes  
you  a re  on ly  s l i gh t l y  ce r ta in  wh i le  number  f i ve (5 )  i nd ica tes  you  a re  ve ry  ce r ­
ta in .  Numbers  2 ,  3 ,  o r  4  may  be t te r  desc r ibe  your  pos i t i on .  When t h i s  i s  
the  case  j us t  i nd ica te  the  appropr ia te  number .  
! n  th i s  se r ies  o f  s ta tements  th ink  o f  each  s ta tement  as  p receded  by  the  phrase  
"Emp loyee  p roduc t ion  can  be  inc reased  by . . . " .  
{ In te rv iewer :  Read  each  s ta tement  t o  the  responden t .  Ask  h im i f  he  ag rees  
o r  d i sagrees  w i th  the  s  ta  len ie i i  L  and  L i i en  have  l i im  g i ve  you  a  number  t o  ind ica te  
the  i n tens i t y  o f  h i s  fee l i ngs .  Enc i r c le  the  appropr ia te  code .  I f  the  respon­
den t  re fuses  to  answer  o r  w i l l  no t  g i ve  an  op in ion ,  enc i r c le  bo th  "A"  and  ' -D" ,  
Remind  responden t  occas iona l l y  o f  the  lead  i n  to  the  s ta tement . !  
15 .  Emp loyee  p roduc t ion  can  be  inc reased  by  pe r iod ica l l y  i n fo rm-  A |  
ing  emp loyees  o f  t he i r  p rog ress  on  the i r  j obs .  3  4  5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
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Employee  p roduc t ion  can  be  inc reased  by  a l l ow ing  emp loyees  a  A  
g rea t  dea l  o f  f reedom in  the i r  j obs .  
D 
. . . pu t t i ng  as  much  cha l lenge  i n to  jobs  as  i s  poss ib l  
. . . i n te rac t ing  soc ia l l y  w i th  emp loyees .  A  
D  
. . . consu l t i ng  emp loyees  on  dec is ions  tha t  a f fec t  them.  A  
D 
. . . see ing  tha t  emp loyees  fee l  t ha t  they  a re  do ing  some-  A  
t h ing  impor tan t .  
D  
. . . be ing  c r i t i ca l  o f  emp loyees ,  A  
D 
o .oOf ten  g i v ing  up  the  leadersh ip  pos i t i on  to  he lp  A  
emp loyees  i n  the i r  work .  
D  
Emp loyee  p roduc t ion  can  be  i nc reased  by  hav ing  f l ex ib le  A 
po l i c ies  regard ing  o rae r  and  d i sc ip l i ne  wh ich  a re  
dependen t  upon  the  s i tua t ion .  D 
. . . c r i t i zmg  emp loyees  i n  pub l i c  so  they  can  be  taugh t  A  I  
a  l esson .  I 1  
D 
. . . be ing  fo rce fu l  i n  o rde r  to  ge t  good  resu l t s  w i th  A  |  
emp loyees .  j  1  
D  
. . . do ing  de lega ted  tasks  yourse l f  when  they  have  no t  A  |  
been  comp le ted .  j  1  
D  
1 
. . . be ing  in te res ted  i n  the  pe rsona l  we l l -be ing  o f  your  A  
emp loyees .  
D  
, , , pun ish ing  emp loyees  fo r  m is takes  ins tead  o f  reward ing  A  |  
them fo r  super io r  ach ievement .  ' !  
D 1  
29 .  
30 .  
31 .  
32 ,  
33 .  
34. 
35 ,  
36 
37  
38  
39  
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Employee  p roduc t ion  can  be  i nc reased  by  in fo rm ing  worke rs  
when  a  change  i s  coming  up  tha t  w i l l  a f fec t  the i r  j obs .  
. . . t e l l i ng  emp loyees  why  t he i r  work  i s  impor tan t .  
. . . hav ing  each  pe rson  accoun tab le  on ly  to  the  person  
who  de lega tes  au tho r i t y  and  respons ib i l i t y  to  h im.  
. . app ly ing  more  p ressure .  
. . . t e l l i ng  emp loyees  tha t  they ' re  do ing  good  work  
whe ther  they  a re  o r  no t .  
. . . t ak ing  t ime  o f f  the  j ob  and  he lp ing  emp loyees  w i th  
the i r  pe rsona l  p rob lems .  
. . . concen t ra t ing  on  the  p rob lem ra the r  than  the  i nd iv i ­
dua l  i n  d i sc ip l i ne  p rocedures .  
. . . Ine roauc Ing  new emp loyees  to  tne i r  jods oy  t ra in ing  
and  educa t iona l  p rog rams.  
A  
D 
12  3 4  5  
A  
D 
2 3 4 5  
A 
D 
2 3 4 5  
A 
D 
1 2 3 4 5  
A 
D 
1 2 3 4 5  
A 
D 
1 2 3 4 5  
2 3 4 5  
1 2 3 4 5  
. . . a l l ow ing  emp loyees  to  p lan  the i r  own work  as  much  
as  poss ib le .  
. . . p lac ing  more  emphas is  on  emp loyees  and  l ess  on  
p roduc t i v i  t y .  
A I 
I / j 4 5 
1  2  3  4  5  
Now I 'm  go ing  to  read  to  you  a  se r ies  o f  s ta tements  regard ing  ag r i cu l tu ra l  
chemica ls .  We wou ld  l i ke  your  op in ion  abou t  these  s ta tements .  P lease  con­
t i nue  to  use  the  ca tegor ies  on  CARD 8  w i thou t  the  ph rase  i n  f ron t  o f  each  
s ta tement  t ha t  we  have  j us t  been  us ing .  
The  U .S .  Dep t .  o f  Agr i cu l tu re  has  the  respons ib i l i t y  A  {  
t o  en fo rce  the  p roper  use  o f  i nsec t i c ides .  i l  2  3  4  5  
D J 
Chlo rdane  i s  no t  a  recommended  res idua l  f l y  con t ro l  
wh ich  can  be  sp rayed  on  the  wa l l s  i n  a  da i r y  ba rn .  
A  
1 2 3 4 5  
D 
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41 .  The  recommended  dosage  fo r  sp ray ing  2 ,4 -D  on  co rn  A  
a t  " l ay  by "  t ime  us ing  a  d rop -ex tens ion  nozz le  i s  5  l b .  1 2  3  4  5  
o r  one  p in t  o f  es te r  pe r  ac re .  D 
42 .  When Amino- t r i azo ie  i s  app l ied  to  th i s t l e  pa tches  i n  a  A  j  
pas tu re ,  i t  i s  recommended  tha t  l i ves tock  no t  be  1  2  3  4  5  
a l l owed  on  the  t rea ted  a rea  fo r  e igh t  mon ths .  D  
43 .  Amiben  i s  an  e f fec t i ve  perenn ia l  weed  k i l l e r  i n  soybeans .  A  
D 
1 2  3  4  5  
44 .  Corn  t rea ted  w i th  Toxaphene  shou ld  no t  be  made  i n to  A  
s  i l age .  
D 
1  2  3  4  5  
45 .  Two pounds  pe r  ac re  o f  ac tua l  A ld r in  o r  Hep tach lo r  wh ich  A  1 
i s  b roadcas t  and  d i sked- in  w i l l  con t ro l  a l l  ma jo r  so i l  1  2  3  4  5  
i nsec ts  a t tack ing  co rn  on  sod  g round .  D 1 
Nex t  we  wou ld  l i ke  to  ask  you  some ques t ions  concern ing  f e r t i l i ze r  and  
i t s  app l i ca t ion .  P lease  tu rn  to  CARD 9 .  For  each  ques t ion  se lec t  the  
answer  t ha t  i n  your  op in ion  bes t  answers  the  ques t ion .  
46 .  Under  adequa te  mo is tu re  cond i t i ons ,  f e r t i l i ze r  app l i ca t ions  wh ich  inc rease  
co rn  y ie lds  can :  
a .  dec rease  the  pounds  o f  wa te r  needed  to  p roduce  one  bushe l  o f  
corn = = = 
b .  inc rease  the  pounds  o f  wa te r  needed  to  p roduce  one  bushe l  o f  
co rn  2  
c .  dec rease  the  to ta l  amoun t  o f  wa te r  used  by  the  c rop  . . . 3  
d .  dec rease  wa te r  l oss  th rough  co rn  leaves  4  
47 .  Po tash  de f i c iency  symptoms on  co rn  can  be  recogn ized  by  a ;  
a .  l i gh t  g reen  co lo r  o f  the  co rn  f i e ld  in  genera l  1  
b .  pu rp l i ng  o f  the  upper  co rn  leaves  2  
c .  b rown ing  o f  the  ou te r  marg ins  o f  the  lower  co rn  l eaves , , , ,  3  
d ,  ye l l ow ing  o f  the  m id - r ibs  o f  the  lower  co rn  l eaves . . , . , , , , , , . . .  4  
48 .  ! f  used  i n  the  row o f  c o r n ,  t he  m in imum percen tage  o f  wa te r  so lub le  phosphorus  
shou ld  be :  
a .  80% 1 
b .  507o  2  
C .  2 0^  . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . e .ee .oaooee .ae ,  . . . . . . . . .  • * * •3  
d . 10 ^y/o ....... 
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49 .  Fe r t i l i ze r  nu t r i en ts ,  i f  needed ;  
a .  can  be  insu rance  aga ins t  d rough t  f o r  co rn  i f  subso i l  wa te r  
i  s  adequa te  1  
b ,  cause  c o r n  p lan ts  to  use  less  to ta l  wa te r  . . . . 2  
c ,  d raws  co rn  roo ts  toward  i t  when  p laced  deep  i n  the  so i l  3  
d .  cause  lower  l eaves  o f  co rn  to  " f i re "  i n  d ry  wea ther  4  
50 .  A  h igh  percen tage  o f  wa te r  so lub le  phosphorus  i s  des i rab le  fo r :  
a .  phosphorus  be ing  p lowed  down f o r  co rn . . . . . . . . . . . . . . . . . . .  1 
b .  top  d ress ing  es tab l i shed  legume meadows  2  
c .  row fe r t i l i ze r  fo r  co rn  3  
d .  app l i ca t ion  on  oa t - l egume seed ings  4  
P lease  tu rn  to  CARD 10 .  
51 .  Max imum chemica l  ava i l ab i l i t y  o f  P  i n  f e r t i l i ze r ;  
a .  occurs  fo r  low wa te r  so lub le  mate r ia l s  when  they  a re  f i ne ly  
g round  and  banded  i n  the  so i l  1 
b .  occurs  fo r  low wa te r  so lub le  mate r ia l s  when  pe l l e ted  and  
w ide ly  d i spersed  i n  the  so i l  2  
c .  occurs  fo r  h igh  wa te r  so lub le  mate r ia l  when  h i l l  d ropped  
o r  band  app l ied  3  
d .  occurs  fo r  h igh  wa te r  so lub le  mate r ia l s  when  f i ne l y  g round  
and  w ide ly  d i spersed  i n  the  so i l . . .  4  
52 .  When  samp l ing  so i l s  i n  Iowa ;  
a .  take  one  co re  fo r  every  10  ac res  1 
b .  separa te  f i e lds  in to  separa te  a reas  based  on  so i l  d i f f e rences  
o r  d i f f e rences  i n  pas t  management , , , ,  2  
c .  subso i l  samp l ing  i s  recommended . . . . . . . .  . . 3  
d .  a l l ow  samp les  t o  d ry  tho rough ly  be fo re  send ing  to  the  
1 abora to ry  4  
53 .  i n  tak ing  so i l  samp les ,  t he  g rea tes t  m is take  i s  to ;  
a .  m ix  so i l  f rom a  we t  a rea  a n d  a  s lop ing  a rea  i n to  one  samp le  !  
b .  take  too  few co res  f rom a  s ing le  so i l  t ype . . . . . . . . e .«oc . . c ,« . . . , , . . , . 2  
c .  take  too  many  co res  f rom a  s ing le  so i l  t ype  
d .  i nc lude  more  than  ten  ac res  i n to  one  samp le  h  
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54 .  N i t rogen  fe r t i l i ze r  can  be  app l ied  i n  d i f f e ren t  ways .  Wh ich  one  o f  the  
fo l l ow ing  app l i ca t ion  methods  i s  mos t  e f fec t i ve  in  inc reas ing  co rn  y ie lds  
assuming  p roper  app l i ca t ion  equa l  N  ra tes ,  s im i la r  weed  con t ro l  and  no rma l  
ra in fa l1  ?  
a .  p low-down app l i ca t ion  1 
b .  d i sked- in  on  p lowed  g round  2  
c .  p re -p lan t  i n jec t ions  . . . . . 3  
d .  s ide -d ress ings  up  to  the  t ime  the  co rn  i s  15  i nches  t a l l  4  
e .  a l l  methods  a re  equa l l y  e f fec t i ve  5  
55 .  I f  a  fa rmer  e lec ts  to  app ly  a l l  o f  h i s  f e r t i l i ze r  fo r  co rn  as  a  p low-
down app l i ca t ion  a t  the  med ium ra te ,  under  wh ich  one  o f  the  fo l l ow ing  con­
d i t i ons  cou ld  he  expec t  the  mos t  e f fec t i ve  use  o f  h i s  fe r t i l i ze r?  
a .  a  we t te r  than  average  g row ing  season  1 
b .  g row ing  season  w i th  tempera tu res  h igher  than  average  2  
c .  a  d rye r  than  average  g row ing  season  3  
d .  g row ing  season  w i th  tempera tu res  lower  than  average  4  
P lease  tu rn  to  CARD 11 .  
Now we  wou ld  l i ke  to  ge t  your  reac t ion  to  the  fo l l ow ing  hypo the t i ca l  p rob lems .  
You  a re  adv is ing  a  fa rmer  who  owns  360  ac res  o f  c rop  land .  300  ac res  a re  
top  qua l i t y  l and .  60  ac res  i s  land  tha t  w i l l  ra i se  co rn  bu t  no t  as  we l l  
as  the  res t  o f  the  fa rm.  I t  wou ld  be  poss ib le  to  ra i se  t rees  on  th i s  
land  tha t  wou ld  p roduce  i n  10  years .  
56 .  Wh ich  o f  the  fo l l ow ing  a l te rna t i ves  wou ld  you  recommend to  th i s  fa rmer?  
a .  ra i se  co rn  on  th i s  60  ac res  o f  l and  and  rece ive  a  ne t  p ro f i t  
o f  $900  pe r  year  f o r  10  years  1 
b .  ra i se  t rees  on  th i s  60  ac res  o f  l and  and  rece ive  $10 ,000  ne t  
p ro f i t  a t  the  end  o f  10  years  2  
57 -  What  f ac to rs  d id  you  take  i n to  cons ide ra t ion  i n  mak ing  th i s  dec is ion?  
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Now on CARD 12.  
58 .  The  f e r t i l i ze r  depar tmen t  i n  a  fa rm supp ly  bus iness  showed th i s  f i nanc ia l  
s ta tement  a t  the  c lose  o f  the  l as t  f i sca l  year .  
Sa  l es  Marg ins  D i rec t  Cos ts  Overhead  Cos ts  P ro f  i  t  
$500 ,000  $50 ,000  $40 ,000  $15 ,000  -$5 ,000  
What  f ac to rs  shou ld  a  manager  take  i n to  cons ide ra t ion  i n  dec id ing  whe ther  o r  
no t  to  d rop  the  f e r t i l i ze r  depar tmen t?  [F robe  to  ge t  responden t  t o  d i rec t l y  
answer  the  ques t ion? ]  
P lease  tu rn  to  CARD I3 .  
59 .  When  p r i c ing  p roduc ts  and  se rv i ces  severa l  f ac to rs  mus t  be  taken  i n to  accoun t  
Under  ce r ta in  cond i t i ons  i t  may  be  w ise  to  ma in ta in  a  w ide  marg in  even  a t  the  
sac r i f i ce  o f  sa les  vo lume wh i le  i n  o the r  ins tances  i t  wou ld  be  be t te r  to  ma in  
t a in  a  sma l le r  marg in  t o  ge t  i nc reased  sa les  vo lume.  
For  each  s i tua t ion ,  p lease  s ta te  whe ther  you  wou ld  ma in ta in  a  l a rge  marg in  
w i th  the  poss ib i l i t y  o f  dec reas ing  the  vo lume,  o r  ma in ta in  a  sma l l  marg in  
w i th  the  poss ib i l i t y  o f  i nc reas ing  the  vo lume.  
jTnc i  r c le  One]  
L  S  1 .  B rand  hand led  recogn ized  by  cus tomers  as  super io r  t o  
tha t  o f  compet i to rs .  
L  S  2 .  Ex t ra  se rv i ces  wan ted  by  cus tomers  canno t  be  (o r  o re  no t )  
p rov i  ded .  
L  S  3 .  Many  o the r  dea le rs  i n  the  t rade  a rea  have  f u l l  compet i t i ve  
1 ines .  
L  S  k .  f i n  aggress ive  sa les  and  merchand is ing  p rog ram i s  ma in ta ined  
L  S  5 .  Many  expenses  a re  f i xed  so  tha t  t o ta l  pe r  un i t  hand l ing  
cos ts  dec rease  sharp ly  as  vo lume inc reases .  
L  S  60  i nc reased  sa les  o f  th i s  l i ne  have  l i t t l e  va lue  fo r  inc reas  
ing  sa les  o f  o the r  l i nes  hand led .  
P lease  tu rn  to  CARD : 4 .  
60.  Wi l l  you  p lease  g i ve  me an  i n te rp re ta t ion  o f  the  s ta tus  o f  th i s  bus iness  as  
rep resen ted  on  these  f i nanc ia l  shee ts?  
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61 .  What  add i t i ona l  i n fo rmat ion  do  you  need  to  take  f u l l  advan tage  o f  these  
s ta tements?  
62 .  How p rec ise  a re  these  f i nanc ia l  s ta tements?  
63 .  What  do  you  fee l  a re  the  ma in  pu rposes  o f  f i nanc ia l  s ta tements?  
P lease  tu rn  to  CARD 15 .  
64 .  What  i s  the  bes t  way  to  use  f i nanc ia l  s ta tements  i n  eva lua t ing  your  bus iness?  
Comput ing  ce r ta in  ra t i os  and  
a .  compar ing  w i th  indus t ry  ra t i os  1 
b .  compar ing  w i th  l as t  year ' s  ra t i os  2  
c .  compar ing  w i th  your  own goa ls  3  
65 .  Persons  conduc t ing  management  t ra in ing  sess ions  o f ten  l i s t  ce r ta in  func t ions  
o f  management .  What  do  you  cons ide r  t o  be  the  ma jo r  func t ions  o f  management?  
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I n  the  nex t  se r ies  o f  ques t ions  we wou ld  l i ke  to  ta l k  abou t  some o f  your  
management  ac t i v i t i es .  There  a re  no  r i gh t  o r  wrong  answers .  We a re  i n te r ­
es ted  on ly  i n  the  way  you  ac tua l l y  pe r fo rm your  j ob .  
66 .  In  mak ing  a  ma jo r  dec is ion ,  wha t  s teps  o r  p rocesses  do  you  go  th rough?  
P lease  tu rn  to  CARD 16 .  
67 .  In  mak ing  a  ma jo r  dec is ion ,  wh ich  o f  the  s ta tements  on  CARD 16  bes t  desc r ibes  
the  methods  you  use  i n  eva lua t ing  a l te rna t i ves?  
a .  re l y  so le l y  on  manager ia l  j udgment  i n  mak ing  mos t  dec is ions . . .  1  
b .  work  ou t  po ten t ia l  p ro f i t s  (expec ted  sa les  and  expenses)  bu t  
do  no t  have  de ta i l ed  records  wh ich  can  be  used  as  a  base  2  
c .  work  ou t  po ten t ia l  p ro f i t s  (expec ted  sa les  and  expenses)  f rom 
records  men ta l l y  3  
d .  work  ou t  po ten t ia l  p ro f i t s  (expec ted  sa les  and  expenses)  f rom 
records  on  paper . ,  • • « . . e e a e e o e o a a c o o e s e o s e e s . . . .  
68 .  Once  a  ma jo r  dec is ion  to  make  a  change  has  been  made ,  wha t  a re  some o f  the  
th ings  you  wou ld  do  to  insu re  tha t  the  imp lementa t ion  o f  t -h i s  dec is ion  w i l l  
be  success fu l?  Inc lude  p lann ing  fo r  change ,  and  p lann ing  fo r  the  pe r iod  a f te r  
the  change  has  been  made .  
69 .  How w i l l  you  de te rm ine  whe ther  the  change  i s  success fu l?  
" l ^ robe  to  see  i f  p lans  a re  made  i n  advance  fo r  eva lua t ion^  
/O .  Do  you  use  long  range  p lann ing  in  ycu r  bus iness?  
NO 1  
YES 2  
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-.'.-[TF YES TO QUESTION 7 :^ 
Please  tu rn  to  CARD 17 .  
What  t ype  o f  long  range  p lann ing  do  you  use?  
a .  p lans  fo r  the  nex t  year  I  
b .  ten ta t i ve  long- run  p lans  2  
c .  de f in i te  long- run  p lans  3  
Have  you  g i ven  any  cons ide ra t ion  to  p robab le  fu tu re  sa les  t rends  i n  your  
t rade  a rea?  
NO 1  
YES 2  
•V I j F  YES TO QUESTION 7^ :  
P lease  tu rn  to  CARD 18 .  
Wh ich  o f  the  s ta tements  on  CARD 18  bes t  desc r ibes  the  methods  you  used?  
a .  made  p ro jec t ions  on  the  bas is  o f  pe rsona l  j udgment  based  on  
day - to -day  know ledge  o f  bus iness  po ten t ia l  1  
b .  worked  ou t  po ten t ia l  sa les  on  paper  o r  men ta l l y  by  us ing  some 
o f  the  ava i l ab le  sa les  reco rds  i n  my bus iness  2  
c .  worked  ou t  men ta l l y  the  po ten t ia l  sa les  us ing  bus iness  
reco rds  and  o the r  ava i l ab le  da ta  3  
d .  worked  ou t  on  paper  the  po ten t ia l  sa les  us ing  bus iness  
reco rds  and  o the r  ava i l ab le  da ta  4  
Are  you  g rooming  someone  who  cou ld  f i l l  a  manager ' s  ro le  i n  the  no t - too -
d i s tan t  fu tu re?  
NO 1 
YES 2  
What  a re  the  ma jo r  fac to rs  you  take  i n to  cons ide ra t ion  i n  dec id ing  (o r  i n  
mak ing  recommenda t ions  to  your  board )  t o  add  o r  to  d rop  ex i s t i ng  l i nes  o f  
bus iness  o r  reo rgan iz ing  your  bus iness  to  p lace  g rea te r  emphas is  on  a  g i ven  
i  !  ne?  
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With in  the  l i nes ,  how do  you  de te rm ine  wha t  b rands  and  qua l i t i es  o f  merchan­
d i se  to  hand le?  
We a re  i n te res ted  in  know ing  abou t  your  spec i f i c  po l i c ies  o r  c r i t e r ia  con­
ce rn ing  rep lacement  and  repa i r  o f  f ac i l i t i es  and  equ ipment .  Fo r  examp le ,  l e t '  
take  a  t ruck  tha t  you  use  fo r  fa rm de l i ve r ies .  What  f ac to rs  do  you  take  i n to  
cons ide ra t ion  i n  de te rm in ing  how long  to  keep  the  t ruck ,  i n  o the r  words ,  when  
to  rep lace  i t ?  
Does  your  coopera t i ve  have  a  w r i t t en  o rgan iza t ion  char t?  
NO . . . I  
YES 2  
What  f ac to rs  do  you  take  i n to  cons ide ra t ion  i n  mak ing  dec is ions  concern ing  
how your  bus iness  i s  o rgan ized  i n to  depar tmen ts  and  func t ions .  ( i nc lude  
dec is ions  such  as  those  concern ing  func t ions  to  be  pe r fo rmed  and  depar tmen ts  
t o  have . )  
How i s  i n fo rmat ion  in  your  bus iness  commun ica ted  f rom you  to  your  emp loyees?  
Do  you  seek  any  spec ia l i zed  ou ts ide  he lp  i n  the  opera t ion  o f  th i s  bus iness  to  
he lp  you  and  the  board  make  dec is ions  and  ca r ry  them ou t?  
1 
2 
NO.  
YES 
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82. '•-[]/ YES TO QUESTION Sf]: 
What  t ype  o f  spec ia l i zed  he lp  do  you  use?  
83 .  What  me thods  do  you  use  to  de te rm ine  the  number  and  qua l i f i ca t ions  o f  the  
emp loyees  needed  i n  your  bus iness  f i rm?  
84 .  How do  you  de te rm ine  the  respons ib i l i t i es  and  work  l oads  o f  each  o f  your  
emp loyees?  
85 .  What  me thod  o r  methods  do  you  use  i n  your  bus iness  fo r  appra is ing  the  pe r fo r ­
mance  o f  emp loyees  i n  the  jobs  t o  wh ich  they  a re  ass igned?  
86 ,  Do  you  pe r iod ica l l y  rev iew o r  eva lua te  the  respons  i  b  i I  i t i es  and  work  Ioad  o f  
each  o f  your  emp loyees?  
Y E S  2  
87.  Y E S  T O  Q U E S T I O N  80: 
How o f ten?  
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88 .  Desc r ibe  b r ie f l y  the  p rocedure  you  use  i n  do ing  th i s :  
89.  What  me thods  a re  used  to  t ra in  and  deve lop  your  emp loyees?  
P lease  exp la in  each  o f  these :  
90 .  What  t echn iques  do  you  inc lude  to  ge t  top  per fo rmance  ou t  o f  your  emp loyees?  
P lease  tu rn  to  CARD 19 .  
The  fo l l ow ing  ques t ions  app ly  to  your  re la t i onsh ip  w i th  your  emp loyees .  Fo r  
the  ques t ions  on  th i s  ca rd ,  p lease  ind ica te  the  s i tua t ion  wh ich  bes t  co r responds  
to  the  way  your  bus iness  i s  run .  
91 .  How c lose ly  do  you  assoc ia te  w i th  your  emp loyees  on  the  job?  
a .  I  de l i be ra te l y  keep  my d i s tance  1  
b .  I  i n te rac t  w i th  them on ly  when  necessary  to  ge t  the  j ob  done  2  
c .  i  in te rac t  w i th  them fa i r l y  o f ten  on  an  impersona l  bas is  3  
d .  !  i n te rac t  w i th  them o f ten  on  a  pe rsona l  bas is . .» .  
92 .  What  i s  the  ex ten t  to  wh ich  your  emp loyees  can  i n f l uence  the  goa ls ,  methods  and  
ac t i v i t i es  o f  the i r  j obs?  How much  i n f l uence  do  they  have?  
a .  no  in f l uence  '  
b .  l i t t l e  in f l uence  2  
c .  modera te  i n f l uence  3  
d .  a  a rea t  dea l  o f  i n f l uence  .4  
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93 .  In  wha t  manner  a re  dec is ions  made  tha t  i nvo lve  the  da i l y  opera t ion  o f  the  
bus  i  ness?  
a .  the  manager  makes  the  dec is ions  . . . . 1  
b .  the  manager  se ts  the  po l i cy ,  bu t  some dec is ions  a re  made  
by  emp loyees  w i th in  a  se t  f ramework  2  
c .  the  manager  se ts  the  b road  po l i cy ,  bu t  many  spec i f i c  dec is ions  
a re  made  by  emp loyees  3  
d .  emp loyees  pa r t i c ipa te  i n  mak ing  many  dec is ions  4  
g4 .  In  wha t  manner  a re  the  pe r fo rmance  goa ls  f o r  emp loyees  se t  and  the  o rde rs  g i ven?  
a .  the  manager  se ts  the  goa ls  1 
b .  the  manager  g i ves  the  o rde rs ;  emp loyees  a re  somet imes  g i ven  
the  oppor tun i t y  t o  comment  2  
c .  the  manager  se ts  the  goa ls  a f te r  d i scuss ion  w i th  subord ina tes  3  
d .  goa ls  a re  usua l l y  es tab l i shed  by  g roup  pa r t i c ipa t ion  4  
95 .  Does  t h i s  bus iness  have  an  i ncen t i ve  p lan  fo r  i t s  emp loyees?  
NO 1  
YES 2  
96 .  -V ITF  YES TO QiUESTION.  95 ] ;  
Fo r  wh ich  emn loyp .es  do  you  have  a  p lan?  P lease  i nd ica te  the i r  pos i t i ons  and  
the  t ype  o f  p lan .  
97 .  How many  o f  your  emp loyees  a re  d i rec t l y  respons ib le  to  more  than  one  pe rson?  
1  
2 .  
3 . ,  
4 .  
5 .  
sys  te rn?  
NO 
YES 2 
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9 9 .  " ITf  y e s  t o  q u e s t i o n  9 ^ :  
Please  ind ica te  wh ich  emp loyees ,  by  pos i t i on .  
P lease  tu rn  to  CARD 20 .  
100 .  What  t ype  o f  j ob  desc r ip t i ons  do  you  have  fo r  each  emp loyee  pos i t i on  i n  your  
bus  i  ness?  
a .  do  no t  w r i te  job  desc r ip t i ons  1 
b .  have  ve rba l  j ob  desc r ip t i ons  fo r  a l l  emp loyees  2  
c .  have  wr i t t en  job  desc r ip t i ons  fo r  superv i so ry  emp loyees  on ly  3  
d .  have  wr i t t en  job  desc r ip t i ons  fo r  a l l  emp loyees  4  
101 .  P lease  tu rn  to  CARD 21 .  How f requen t l y  do  you  work  a longs ide  your  emp loyees?  
a .  never  4  
b .  ra re l y  3  
c .  occas  i ona l  ] y  2  
d .  f requen t  1  y  I  
102 .  P lease  es t ima te  the  number  o f  hours  pe r  week  tha t  a re  devo ted  to  work ing  a long-
s  i  de  you  r  emp1oyees .  
h rs .  
Ar. d  aga in  on  CARD 21 .  
103 .  How f requen t l y  do  you  he lp  emp loyees  w i th  impor tan t  tasks  to  make  su re  they ' re  
done  we l l?  
a .  never  4  
b .  ra re l y  3  
c  .  occas  i  ona l  = 2  
d .  f requen t l y  1 
104 .  P lease  es t ima te  the  number  o f  hours  pe r  week  you  spend  work ing  a longs ide  your  
emp loyees  to  be  su re  the  tasks  a re  done  we l l .  
h rs .  
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Please turn to  CARD 22.  
105 .  I t  i s  p robab ly  t rue  tha t  cus tomers  o f ten  come to  your  bus iness  fo r  techn ica l  
adv ice  abou t  p roduc ts  tha t  you  hand le  i n  your  ma jo r  p roduc t  l i nes .  Wh ich  o f  
the  fo l l ow ing  bes t  desc r ibes  the  adequacy  o f  your  bus iness  i n  answer ing  a l l  
the  i  r  ques t ions?  
a .  comp le te l y  adequa te . ,  «  4  
b .  f a i r l y  adequa te  3  
c .  less  than  adequa te  2  
d .  ve ry  inadequa te  1  
106 .  Mos t  bus inesses  a t tempt  to  c rea te  a  favo rab le  image  w i th  the i r  cus tomers .  What  
a re  the  essen t ia l  f ea tu res  o r  i ng red ien ts  i n  the  image  you  a re  t r y ing  to  c rea te  
fo r  th i s  bus iness?  
107 .  What  do  you  fee l  i s  the  mos t  impor tan t  f ac to r  i n  keep ing  the  l oya l t y  o f  your  
pa t ron  members?  
P lease  tu rn  to  CARD 23 .  
108 .  Wh ich  one  o f  these  s ta tements  bes t  desc r ibes  the  way  you  fee l  abou t  key  
emp loyee  re la t i onsh ips  w i th  pa t ron  members?  
a .  they  have  a  respons ib i l i t y  to  keep  themse lves  we l l  i n fo rmed  
and  make  recommenda t ions  on  a l l  ou r  ma jo r  p roduc t  l i nes  «4  
b .  they  have  a  respons ib i l i t y  to  pass  on  on ly  tha t  i n fo rmat ion  abou t  ou r  
ma jo r  p roduc t  l i nes  wh ich  i s  reques ted  by  the  cus tomer  3  
c .  they  shou ld  be  ex t reme ly  cau t ious  i n  mak ing  recommenda t ions  
abou t  any  ma jo r  p roduc t  l i ne  s ince  a  poor  recommenda t ion  cou ld  
resu l t  i n  a  l oss  o f  cus tomers  2  
d .  they  shou ld  p rov ide  the  p roduc ts  reques ted  by  cus tomers ,  bu t  
Shou ld  make no  recommenda t i ons  abou t  t he i r  uses . ^ . . . .  1  
109 .  How do  you  de te rm ine  the  p r i ces  on  the  goods  and  se rv i ces  tha t  you  se l l ?  
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Please turn to  CARD 24.  
110 .  Do  you  have  a  sa les  p lan  o r  p ro jec t ion  fo r  the  nex t  opera t ing  year?  
a .  have  one  wr i t t en  down 3  
b .  ca r ry  one  a round  men ta l l y  2  
c .  none  1  
n i .  Do any  pe rsons  i n  your  bus iness  o the r  than  your  t ruck  d r i ve r  make  regu la r  on -
the - fa rm ca l l s  fo r  sa  1  es  pu rposes?  
NO 1  
YES 2  
112 .  - • - [TF  YES TO QUESTION 111 ] :  
How many  o the r  i nd iv idua ls?  
113 .  Se l l i ng  i s  a  mat te r  o f  ge t t i ng  your  i deas  and  p roduc t  i n fo rmat ion  to  pu rchasers .  
What  f ac to rs  do  you  take  i n to  cons ide ra t ion  i n  ge t t i ng  th i s  Job  done?  
fT f  responden t  d id  no t  men t ion  c lass i f y ing  cus tomers  i n  113 ,  as^ :  
134 .  As  you  th ink  o f  merchand is ing  your  p roduc ts ,  do  you  c lass i f y  your  fa rmer  cus to ­
mers  i n to  d i f f e ren t  g roups  and  use  d i f f e ren t  se l l i ng  approaches  on  them? 
NO 1  
YES 2  
1 :5 .  YES TO QUESTION 114  o r  men t ion  i n  l lT j ;  
You  men t ioned  c lass i f y ing .  What  a re  the  ma jo r  fac to rs  you  take  i n to  cons ide ra ­
t i on  in  c lass i f y ing  them? 
1 . 
2 .  
3=  
4.  
5 .  
4:30 
116 .  How do  you  dec ide  how much  money  t o  spend  on  adver t i s ing?  
117 .  How do  you  de te rm ine  wh ich  merchand is ing  se rv i ces  to  o f fe r?  (Such  as  so i l  
t es t i ng ,  f e r t i l i ze r  sp read ing ,  ag r i cu l tu ra l  chemica ls  app l i ca t ion )  
P lease  tu rn  to  CARD 25 .  
118=  Th ink  o f  the  to ta l  number  o f  your  f e r t i l i ze r  cus tomers .  Fo r  wha t  pe rcen t  o f  
these  f e r t i l i ze r  cus tomers  do  you  do  each  o f  the  fo l l ow ing :  
a .  p lan  and  ca r ry  ou t  a  comp le te  f e r t i l i ze r  p rogram.  
b .  p lan  and  ca r ry  ou t  a  ma jo r i t y  o f  the  aspec ts  o f  a  comp le te  
f e r t i l i ze r  p rogram.  
c .  p lan  and  ca r ry  ou t  some o f  the  aspec ts  o f  a  comp le te  f e r ­
t i l i ze r  p rogram.  
d .  
e .  j us t  se l l  them fe r t i l i ze r .  
make  reco i i i i i i ênc ldl i ons  and  g i ve  adv ice  on ly  whcr .  reques ted .  
119.  - - [TF ANY IN  A ,  B ,  OR C IN  QUESTION 11^ :  
In  your  m ind ,  wha t  i s  a  comp le te  f e r t i l i ze r  p rogram? 
100% 
•20 .  On wha t  bas is  do  you  sc l cc t  ycu r  who lesa le  sources  and  ou t le ts?  
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121 .  Have  you  ever  used  the  f i e ld  rep resen ta t i ves  o f  who lesa le  compan ies  to  ass is t  
you  i n  th i s  bus iness?  Inc lude  such  th ings  as :  f i nanc ia l  ass is tance ,  techn ica l  
i n fo rmat ion ,  ren ta l  equ ipment ,  resa le  he lp ,  pamph le ts  and  bu l l e t i ns ,  f i nanc ing  
on  c red i t  f o r  cus tomers ,  p r i c ing  po l i cy ,  e tc .  
NO I  
YES 2  
122 ,  -V [TF  YES TO QUESTION I 2 I ] :  
In  wha t  way(s )  were  they  o f  ass is tance  to  you?  
123 .  When  pu rchas ing  supp l ies  fo r  resa le ,  wha t  f ac to rs  (o the r  than  p r i ce  and  quan t i t y )  
do  you  cons ide r?  
124 .  What  f ac to rs  do  you  cons ide r  in dec id ing  the  k inds  and  amoun ts  o f  p roduc ts  and  
supp l ies  to  keep  i n  inven to ry?  
125 ,  How do  you  p ro tec t  yourse l f  aga ins t  marke t  p r i ce  changes  on  p roduc ts  and  
supp l ies  i n  inven to ry?  
126 .  Do  you  have  a  sys tem o f  keep ing  t rack  o f  i nven to ry  l eve ls  and  changes  i n  these  
1 eve  I  s?  
NO 
v c  c  o  
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127 .  '  [TF  YES TO QUESTION 126 ] :  
What  t ype  o f  sys tem? 
P lease  tu rn  to  CARD 26 .  
128 .  Here  i s  a  l i s t  o f  sources  wh ich  many  managers  use  to  f i nance  the  i nven to r ies  
i n  the i r  bus inesses .  Wou ld  you  p lease  es t ima te  the  pe rcen t  o f  your  i nven to r ies  
tha t  a re  f i nanced  each  way?  
l i ab i l i t y  cap i ta l  
t rade  accoun ts  payab le  
no tes  payab le  
shor t  te rm bank  loans  
commod i t y  l oans  
Other :  Spec i f y  
100% 
129 .  Do  you  de te rm ine  the  amoun t  o f  c red i t  t o  be  g ran ted  to  each  cus tomer?  
NO . . . 1  
YES 2  
130 .  YES TO QUESTION 129 ] :  
How do  you  de te rm ine  th i s?  
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131 .  How do  you  commun ica te  the  l im i t s  on  the  amoun t  and  t ime  o f  c red i t  repayment  
t o  your  cus tomers?  
132 .  Has  your  co -op  pu t  i t s  c red i t  po l i cy  i n  wr i t i ng?  
NO 1  
YES.  . . 2  
P lease  tu rn  to  CARD 27 .  
133 .  Wh ich  o f  these  ca tegor ies  bes t  desc r ibes  your  s i tua t ion  w i th  regard  to  bo r row ing  
cap i ta l  t o  f i nance  open  accoun ts?  
a .  wou ld  no t  bo r row 1 
b .  have  never  needed  to  bo r row 2  
c .  do  bo r row f rom banks  3  
P lease  tu rn  to  CARD 28 .  
13^+ .  F rom these  ca tegor ies ,  wha t  methods  do  you  use  to  f i nance  no tes  and  con t rac ts?  
a .  do  no t  use  no tes  o r  con t rac ts  1 
b .  f i nance  w i th  own cap i ta l  2  
c .  f i nance  th rough  banks  and  who lesa le rs  3  
d .  f i nance  no tes  and  con t rac ts  w i th  own cap i ta l  as  we l l  as  th rough  
banks  and  who lesa le rs  k  
135 .  What  do  you  take  i n t ^  cons ide ra t ion  i n  de te rm in ing  i f  you  a re  go ing  to  need  to  
bo r row money  and  the  amoun t  you  need  to  bor row fo r  the  inves tmen ts  cons ide red?  
136 .  Do  you  p repare  a  budge t  f o r  your  nex t  opera t ing  year?  
NO 1  
Y E S  2  
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137 .  "  [TF  YES TO QUESTION 130 :  
What  t ypes  o f  budge ts  do  you  use  and  how a re  they  emp loyed?  
Budge t  Use  
138 .  Do  you  compare  ac tua l  resu l t s  to  your  budge t?  
NO 1 
YES 2 
139 .  ' ' - [TF  YES TO QUESTION 13^ :  
How o f ten  do  you  make  t h i s  compar i son?  
" [Tn te rv iewer :  Do  no t  g i ve  a l te rna t i ves  to  responden t .  Enc i r c le  appropr ia te  
answerT)  
T imes  pe r  mon th  T imes  pe r  year  
1 2 3 4  6  4  3  2  1 0  
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| 40 .  What  k inds  o f  ra t i os  do  you  use  to  de te rm ine  how e f f i c ien t  you  a re  i n  your  
bus iness?  What  shou ld  these  ra t i os  be  fo r  your  bus iness?  What  a re  the  
fac to rs  you  take  i n to  cons ide ra t ion  i n  dec id ing  on  wha t  these  ra t i os  shou ld  
be?  
Ra t io  Ra t io  shou ld  be  Fac to rs  cons ide red  i n  de te rm in ing  
l 4 l .  How o f ten  do  you  o r  your  bookkeeper  p repare  a  comp le te  opera t ing  s ta tement  
i nc lud ing  p ro f i t  and  l oss  and  ba lance  shee t?  
"  |Tn te rv iewer  :  Do no t  g i ve  a l te rna t i ves  to  responden t .  Enc i r c le  o r  spec i f y  
appropr ia te  answerT l  
T imes  pe r  year  
12  6  4  3  2  1  0  O ther ;  (Spec i f y )  
142 .  Do  you  use  mon th ly  f i nanc ia l  s ta tements  t o  he lp  you  pe r fo rm your  manager ia l  
t asks?  
NO 1  
vcc o 
143. -••--[TF YES TG QUESTION 142]: 
I n  wha t  wav  do  vou  use  them? 
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Please turn to CARD 29.  
We wou ld  now l i ke  to  ta l k  w i th  you  abou t  your  sa t i s fac t ion  w i th  va r ious  
aspec ts  o f  your  pos i t i on .  For  each  aspec t  o f  your  j ob  tha t  I  read  to  
you ,  i nd ica te  whe ther  you  a re  Sa t i s f i ed  o r  D issa t i s f i ed .  Then  i nd ica te  
how s t rong ly  sa t i s f i ed  o r  d i ssa t i s f i ed  you  a re  by  g i v ing  me a  number  
f rom 1 t o  5 .  Number  5  i nd ica tes  a  ve ry  g rea t  degree  o f  sa t i s fac t ion  
o r  d i ssa t i s fac t ion  wh i le  number  1  i nd i ca tes  ve ry  s l i gh t  amoun ts  o f  
sa t i s fac t ion  o r  d i ssa t i s fac t ion ,  
" { In te rv iewer :  I n  each  case  enc i r c le  the  appropr ia te  code .  Be  su re  
the re  a re  two  c i r c les  fo r  each  i  ten iT  
144 .  How sa t i s f i ed  a re  you  w i th  the  au tho r i t y  you  have  
been  g i ven  by  your  board  o f  d i rec to rs  to  do  your  
j ob?  
S 
D  
s i  i  qh t  s t r o n g  
145 .  How sa t i s f i ed  a re  you  w i th  your  p resen t  pos i t i on  
when  you  compare  i t  to  s im i la r  manager ia l  pos i ­
t i ons  in  the  s ta te?  
S 
D 
146 .  How sa t i s f i ed  a re  you  w i th  the  p rog ress  tha t  you  
a re  mak ing  toward  the  goa ls  wh ich  you  se t  f o r  your ­
se l f  i n  your  p resen t  pos i t i on?  
S 
D 
147 .  How sa t i s f i ed  a re  you  tha t  the  peop le  o f  your  
commun i t y  g i ve  p roper  recogn i t i on  to  your  work  as  
a  manager  o f  a  coopera t i ve?  
I48 .  How sa t i s f i ed  a re  you  w i th  your  p resen t  sa la ry?  S 
Dt  
149 .  How sa t i s f i ed  a re  you  w i th  the  amoun t  o f  t ime  
wh ich  you  mus t  devo te  to  your  j ob?  
S 
D 
150 .  How sa t i s f i ed  a re  you  w i th  the  amoun t  o f  i n te res t  
shown by  the  commun i t y  i n  i t s  coopera t i ve?  2 3 
when you  cons ide r  
you  took  the  job?  
you  W i th  you r  p resen t  J O D  
t he  expec ta t i ons  you  had  when  
152 .  How sa t i s f i ed  a re  you  w i th  the  work  tha t  you  do  
â 5  L U C  i i i â u â y ô r  C f  3 CUUPCfa L I  vc? 
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153 .  How sa t i s f i ed  a re  you  w i th  the  leve l  o f  cha l lenge  
and  respons ib i l i t y  you  a re  faced  w i th  i n  your  
p resen t  pos i t i on?  
s  1 i  qh t  
S  
D  
s  t  ronq  
2  3  4  5  
15 ' - f .  How sa t i s f i ed  a re  you  w i th  the  amoun t  o f  
au tho r i t y  you  a re  g i ven  fo r  the  tasks  you  
a re  expec ted  to  per fo rm? 
1 2 3 4 5  
Please  tu rn  to  CARD 30 ,  
155 .  Us ing  the  ca tegor ies  on  th i s  ca rd ,  t o  wha t  ex ten t  do  you  fee l  be ing  a  manager  
p rov ides  you  w i th  the  oppor tun i t y  to  do  th ings  wh ich  g i ve  you  g rea t  pe rsona l  
sa t  i  s fac t  ion?  
The  manager ia l  pos i t i on  g ives  you :  
a .  no  oppor tun i t y  1  
b .  a  l i t t l e  oppor tun i t y  2  
c .  some oppor tun i t y  3  
d g  m u c h  O p p O r t U n i t y Q e o e o a o o o o Q o O D e e e e 9 e » « 0 e e 9 « « * * * ' * * * « * « * « * * « * a a ' * * * o * a 4  
e .  a  g rea t  dea l  o f  oppor tun i t y  5  
P i  ease  tu rn  to  CARD 31 .  
156 .  How much  t ime  do  you  spend  do ing  th ings  you  d i s l i ke  as  a  manager?  
a .  no  t ime . . . . .  . . . . 1  
b .  l i t t l e  t ime  « 2  
c .  some t ime  3  
d .  much  t  ime  4  
e  .  mos t  t ime  5  
P lease  tu rn  to  CARD 32 .  
157 .  How many  th ings  abou t  the  j ob  as  manager  do  you  d i s l i ke?  
a .  no th  i ng  1 
[3  .  ^3 f  e  t  h  !  n  g  oooo .oBep .e .B  2  
c .  some th ings  . . . . . . ^ . . . . ^ . ^3  
d .  many  t h  i  ngs  4  
e .  mos  I  th ings  5  
P l e a s e  t u rn  to  C A R D  33=  
4  JH  
11)8 .  How impor tan t  i s  i t  to  you  to  have  a  j ob  where  you  do  no t  have  t o  do  th ings  
wh i  ch  you  d i s  I i ke?  
a .  o f  no  impor tance  !  
b .  o f  l i t t l e  impor tance  2  
c .  o f  some impor tance  3  
d .  o f  cons ide rab le  impor tance  4  
e .  a  g rea t  dea l  o f  impor tance  5  
P lease  tu rn  to  CARD 34 .  
159 .  I f  you  "had  i t  to  do  ove r  aga in "  wou ld  you  take  the  pos i t i on  o f  manager  
o f  t h i s  coopera t i ve?  
a .  ce r ta in l y  wou ld  1 
b .  p robab ly  wou ld  2  
c .  undec ided  3  
d .  p robab ly  wou ld  no t  4  
e .  ce r ta in l y  wou ld  no t  5 
One o f  the  mos t  s ign i f i can t  p rocesses  i n  the  opera t ion  o f  a  coopera t i ve  i s  
the  dec is ion -mak ing  p rocess  pe r fo rmed  by  the  board  o f  d i rec to rs  and  the  
manager .  We wou ld  l i ke  to  f i nd  ou t  a  l i t t l e  abou t  t h i s  p rocess  as  i t  
occurs  i n  th i s  bus iness .  
P lease  tu rn  to  CARD 35 .  
I  w i l l  read  to  you  a  se r ies  o f  dec is ions  wh ich  mus t  be  made  i n  the  opera t ion  
o f  a  bus iness .  P lease  i nd ica te  wh ich  o f  the  ca tegor ies  on  CARD 35  bes t  
desc r ibes  who  a r . rna l  1  y  makes  the  f i na l  dec is ion  i n  th i s  bus iness .  
"  Ep te rv iewer :  These  a re  the  ca tegor ies  the  responden t  w i l l  use .  Repea t  
the  con  ten t  (no t  the  l e t te r )  o f  each  answer  t o  be  su re  you  have  i t  
co r rec t ! ]  
Ca tegor ies :  a .  Manager  a lone  
b -  Manager ,  a f te r  check ing  w i th  key  board  members  
c .  Manager ,  w i th  fo rma l  approva l  o f  board  
d .  Jo in t  dec is ion  o f  manager  and  board  
e .  Board ,  w i th  manager ' s  adv ice  o r  recommenda t ion  
f .  Board  a lone  
g .  Membersh ip  vo te  a t  annua l  o r  spec ia l  mee t ing  
Who makes  the  dec is ion  on :  
l 60 .  Whether  o r  no t  t o  add  o r  d rop  a  p roduc t  l i ne?  
Cods  * [Enc i r c le  one j  
a .  u .  c .  d .  e .  f .  g  
! 6 ! .  Es tab l i sh ing  o r  se t t i ng  the  po l i cy  fo r  equ ipment  repa i r  o r  rep lacement?  
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| 62 .  The  f i r i ng  o f  emp loyees  o the r  than  the  manager  and  ass is tan t  manager?  
a .  b .  c ,  d .  e .  f ,  c  
163 .  Se t t i ng  po l i cy  wh ich  de te rm ines  the  methods  o f  f i nanc ing  to  be  used  i n  the  
bus  i  ness?  
a .  b .  c .  d .  e .  f .  ç 
164 .  Eva lua t ing ,  mod i f y ing ,  add ing  to  o r  e l im ina t ing  ex is t i ng  job  desc r ip t i ons  o f  
any  emp loyees  o the r  than  the  manager  and  ass is tan t  manager?  
a .  b .  c .  d ,  e .  f .  < 
165 .  I ncu r r ing  shor t - te rm c red i t  under  10% o f  cu r ren t  l i ab i l i t i es?  
a .  b .  c .  d .  e .  f .  
166 .  I ncu r r ing  long- te rm deb t  i n  excess  o f  5% o f  l ong- te rm l i ab i l i t i es?  
a ,  b .  c .  d .  e .  f .  
167 .  Whether  o r  no t  t o  rep lace  a  ma jo r  p iece  o f  equ ipment?  
a .  b .  c .  d .  e .  f .  
168 .  The  h i r i ng  o f  a  new emp loyee  fo r  an  ex i s t i ng  pos i t i on  o the r  than  the  manager?  
a ,  b .  c .  d .  e .  f .  
169 .  Whether  o r  no t  t o  h i re  an  add i t i ona l  emp loyee  fo r  the  bus iness?  
a .  b ,  c .  d .  e .  f .  
I  w i l l  read  th i s  l i s t  o f  dec is ions  aga in .  I n  the  p rev ious  l i s t  we asked  
who  ac tua l l y  made  the  dec is ion .  Now vie wou ld  l i ke  to  ask  who ,  i n  your  
op in ion ,  shou1d  make  these  dec is ions .  Use  the  same se t  o f  ca tegor ies .  
Ca tegor ies :  a .  Manager  a lone  
b .  i ' i anager ,  a f te r  check ing  w i th  key  board  n ien ibe rs  
c .  Manager ,  w i th  fo rma l  approva l  o f  board  
d .  Jo in t  dec is ion  o f  manager  and  board  
e .  Board ,  w i th  manager ' s  adv ice  o r  recommenda t ion  
f .  Board  a lone  
g .  Membersh ip  vo te  a t  annua l  o r  spec ia l  mee t ing  
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Who shou ]d  make  the  dec is ion  concern ing :  
170 .  Whether  o r  no t  t o  add  o r  d rop  a  p roduc t  l i ne?  
a .  
Code ' ' 'HÉnc i rc ie  on^  
b .  c .  d .  e .  f ,  
171 .  Es tab l i sh ing  o r  se t t i ng  the  po l i cy  fo r  equ ipment  repa i r  and  rep lacement?  
a .  b ,  c .  d .  e .  f .  
172 .  The  f i r i ng  o f  emp loyees  o the r  than  the  manager  and  ass is tan t  manager?  
a .  b .  c .  d .  e .  f .  
173-  Se t t i ng  po l i cy  wh ich  de te rm ines  the  methods  o f  f i nanc ing  to  be  used  i n  
the  bus iness?  
a ,  b .  c .  d ,  e .  f .  
17^ .  Eva lua t ing ,  mod i f y ing ,  add ing  to  o r  e l im ina t ing  ex is t i ng  job  desc r ip t i ons  
o f  any  emp loyees  o the r  than  the  manager  and  ass is tan t  manager?  
a .  b  „  c .  d  .  e .  f .  
175 .  i ncu r r ing  shor t - te rm deb t  under  10% o f  cu r ren t  l i ab i l i t i es?  
176 .  i ncu r r ing  long- te rm deb t  i n  excess  o f  5% o f  l ong- te rm l i ab i l i t i es?  
a .  b .  c .  d .  e .  f .  
177-  Whether  o r  no t  to  rep lace  a  ma jo r  p iece  o f  equ ipment?  
a .  b .  c .  d .  e ,  f .  
178 .  The  h i r i ng  o f  a  new emp loyee  fo r  an  ex i s t i ng  pos i t i on  o the r  than  the  
manager?  
a .  b .  c .  d ,  e .  f  
179 .  Whether  o r  no t  to  h i re  an  add i t i ona l  emp loyee  fo r  the  bus iness?  
a ,  b ,  c .  d ,  e .  f .  
Please  tu rn  to  CARD 36 .  
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180 .  F rom the  ca tegor ies  ind ica ted  on  CARD 36 ,  p lease  
ind ica te  how you  wou ld  desc r ibe  the  work ing  re la t i on ­
sh ip  be tween  yourse l f  and  the  board  o f  d i rec to rs .  
F i r s t ,  s imp ly  i nd ica te  i f  the  work ing  re la t i onsh ip  
i s  essen t ia l l y  ha rmon ious  o r  i f  some d i ssen t  i on  ex i s t s ,  
Than  choose  one  o f  the  f i ve  numbers  t o  ind ica te  how 
much  ha rmony  o r  d i ssen t ion  ex i s t s .  
L i t t l e  
H 
D 
Much  
1 2 3 4 5  
Please  tu rn  to  CARD 37 .  
1 8 1 .  From the  range  desc r ibed  on  th i s  ca rd ,  wha t  i n  your  op in ion  does  the  board  
o f  d i rec to rs  th ink  o f  you  as  a  pe rson?  Se lec t  a  number  f rom one  to  e leven  
wh ich  ind ica tes  your  fee l i ngs .  
1 
D is l i ke  h im 
ve ry  much  
P lease  tu rn  to  CARD 38.  
J I L 
7 8 9  
J I L 
10 
_L 
1 1  
J 
L ike  h im 
ve ry  much  
182 .  How concerned  a re  you  tha t  the  board  has  a  favo rab le  op in ion  o f  you  as  a  
pe rson?  Se lec t  a  number  f rom one  to  e leven  wh ich  i nd ica tes  your  fee l i ngs ,  
] 4  
No t  con-
r#=» rno H a f A 1 1 
5  6  
J L 1_J L 
1 0  
_L 
1 1  
Very  much  
concerned  
P lease  tu rn  to  CARD 39 .  
183 .  I n  your  op in ion ,  how does  the  board  o f  d i rec to rs  ra te  your  p ro fess iona l  
competency?  Se lec t  a  number  f  /-Npd +-r-> o 1 o » » A hiovn 
t h ink  the  board  ra tes  your  p ro fess iona l  competency .  
1  2 3 4 5 6 7 8 9  i o n  
I I L_l 1 I I I I i 1 
I ncompeten t  Excep t iona l l y  
Compe ten t  
P lease  tu rn  to  CARD kO,  
I  w i l l  now read  to  you  a  se r ies  o f  s ta tements  abou t  the  re la t i onsh ip  be tween  
yourse l f  and  the  board  o f  d i rec to rs ,  I  wish  to  emphas ize  tha t  your  reac ­
t i ons  w i l l  be  kep t  s t r i c t l y  con f iden t ia l  and  w i l l  no t  be  shown to  any  
i nd iv idua ls  ou ts ide  the  research  team.  Nor  w i l l  they  be  i den t i f i ed  w i th  
e i the r  you  o r  th i s  coopera t i ve  spec i f i ca l l y .  i t  i s  ex t reme ly  impor tan t  i n  
th i s  t ype  o f  research  tha t  we  ob ta in  answers  tha t  mos t  comp le te l y  rep resen t  
your  fee  1 ings .  
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Af te r  I  read  each  s ta tement ,  us ing  the  ca tegor ies  on  CARD 40  p lease  ind ica te  
whe ther  you  ag ree  w i th  the  s ta tement  o r  d i sagree  w i th  i t .  Then  i nd ica te  
a  number  wh ich  bes t  desc r ibes  how s t rong ly  you  fee l  abou t  the  s ta tement .  
"  [ j  n te rv iewer  :  Enc i r c le  the  appropr ia te  code .  I f  the  responden t  
re fuses  to  answer  o r  w i l l  no t  g i ve  an  op in ion ,  enc i r c le  bo th  
"A"  and  "D 'J ]  
s l i gh t  s  t  r o n g  
184 .  My  board  o f  d i rec to rs  pu ts  too  many  res t r i c t i ons  
on  me as  the  manager .  3  4  
185 .  The  board  usua l l y  g i ves  
to  do  my j ob  we l l .  
me su f f i c ien t  f reedom A 
1 2  3  4  5  
D 
186.  I  w ish  my board  wou ld  move  more  qu ick l y  i n  
mak ing  dec is ions  so  th i s  bus iness  cou ld  keep  
up - to -da te .  
A  
D 
187.  The  board  o f  d i rec to rs  makes  some dec is ions  tha t  
I  shou ld  make .  
188.  The  board  fo r  th i s  co -op  does  no t  take  the  i n i t i a ­
t i ve  in  the  a reas  where  they  have  the  respons ib i l i t y .  
189 .  My  board  o f  d i rec to rs  rea l l y  l e t s  me run  th i s  
bus iness  as  I  wan t  t o .  
A  
D 
1  2  3  4  5  
A  
D 
i  2  3  4  5  
A  
D 
1  2  3  4  5  
I9G.  My  board  o f  d i rec to rs  i s  ac tua l l y  qu i te  competen t .  A  
D 
P lease  tu rn  to  CARD 4  ! .  
Many  management  tex tbooks  l i s t  f i ve  separa te  func t ions  o f  management ,  one  
o r  more  o f  wh ich  i s  be ing  pe r fo rmed  by  the  manager  a t  a i l  t imes .  We a re  
i n te res ted  i n  how you  spend  your  t ime  among  these  f i ve  func t ions .  Each  
one  o f  the  func t ions  i s  pe r fo rmed  a t  a l l  l eve ls  w i th in  the  bus iness .  Fo r  
examp le ,  p lann ing  mus t  i nc lude  overa l l  p lann ing  fo r  the  who le  bus iness  as  
we l l  as  fj'iajiniiiy for edc l i  a rea  bucn cib i i i ve t i Lu ry  and  sd ics .  
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Th ink  o f  a l l  the  t i ^ ie  you  spend  tha t  i s  d i rec t l y  connec ted  w i th  the  
opera t ion  o f  the  coopera t i ve .  Us ing  th i s  as  the  100% to ta l ,  wha t  pe rcen t  
o f  your  t ime  i s  spen t  i n  each  o f  the  f i ve  func t ions  as  desc r ibed  on  the  
ca rd?  Read  th rough  a l l  f i ve  func t ions  f i r s t ,  then  i nd ica te  the  pe rcen t  
o f  your  t ime  spen t  i n  each  a rea .  We recogn ize  tha t  t h i s  may  be  a  
d i f f i cu l t  task  bu t  p lease  g i ve  us  your  bes t  es t ima tes  o f  these  t ime  
d i v i s ions ,  
% 1 .  PLANN1NG--By  p lann ing  we mean  a l l  t ime  spen t  p repar ing  fo r  and  mak ing  
dec is ions  concern ing  a l l  fu tu re  ac t ions  o f  the  coopera t i ve ,  bo th  immed ia te  
and  l ong- run .  Th is  i nc ludes  a l l  appra isa ls  o f  fu tu re  s i tua t ions  and  
needs ;  t he  accumu la t ion  and  p repara t ion  o f  necessary  i n fo rmat ion  and  da ta ;  
th ink ing ,  re f l ec t ion ,  and  read ing  as  we l l  as  consu l ta t i ons  and  con fe rences  
w i th  persons  re la t i ve  to  p lann ing ;  and  the  d raw ing  up  o f  new p rocedures  
and  methods  fo r  pe r fo rmance  o f  these  p lans .  
% 2 .  ORGANl21NG- -By  o rgan iz ing  we mean  a l l  t ime  spen t  i n  g roup ing  jobs  on  
p rocesses ,  asse ts ,  and  pe rsonne l  and  i n  es tab l i sh ing  re la t i ons  among  
them so  the  purposes  o f  the  coopera t i ve  a re  e f fec t i ve l y  ca r r ied  ou t .  
Th is  i nc ludes  t ime  p repar ing ,  w r i t i ng ,  and  rev i s ing  job  desc r ip t i ons ,  
se lec t ion  and  h i r i ng  o f  pe rsonne l ,  se t t i ng  up  o rgan iza t iona l  char ts  
and  re la t i onsh  i  ps .  
_X 3 .  D I  RECTING- -By  d i rec t ing  we mean  a l l  t ime  spen t  i n  the  t ra in ing ,  eva lua t ion ,  
mo t i va t ion  o r  d i sc ip l i n ing  o f  emp loyees .  Th is  i nc ludes  any  i n te rp re ta t ion  
o r  c la r i f i ca t ion  o f  po l i c ies  o r  d i rec t i ves  and  anych iny  yOu do  t o  a f f cc t  
the  mora le ,  l oya l t y ,  o r  ha rmon ious  coopera t ion  o f  the  emp loyees .  
_% 4 .  COORD I  NAT 1NG- -By  coord ina t ing  we  mean  a l l  t ime  spen t  i n  ac t i v i t y  des igned  
to  insu re  the  e f fec t i ve  opera t ion  o f  the  coopera t i ve  i n  te rms  o f  i n teg ­
ra t ion ,  t im ing ,  and  ba lance .  Th is  i nc ludes  a l l  t ime  spen t  commun ica t ing  
and  i nsu r ing  tha t  e f fec t i ve  commun ica t ion  i s  tak ing  p lace  be tween  a l l  
peop le  and  depar tmen ts  i n  the  coopera t i ve .  
% 5 -  CONTROLLING—By con t ro l l i ng  we mean  a l l  t ime  spen t  i nsu r ing  the  success fu l  
pe r fo rmance  o f  a l l  opera t ions ,  p rocesses  and  j obs .  Th is  i nc ludes  the  
eva lua t ion  o f  repor ts ,  da ta ,  p lans ,  depar tmen ts ,  pe r fo rmance ,  as  we l l  
as  the  en t i re  opera t ion  i n  re la t i on  to  the  goa ls ,  po l i c ies ,  and  s tandards  
o f  the  coopera t i ve .  
100% 
Please  tu rn  to  CARD 42 .  
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192 .  I n  genera l ,  how do  you  fee l  these  func t ions  o f  management  a re  re la ted  to  one  
ano the r?  Wou ld  you  ra te  them as  re la t i ve l y  independen t  o r  re la t i ve l y  i n te ­
g ra ted?  By  i ndependen t  we  mean  tha t  a t  one  t ime  you  can  s i t  down and  p lan  
awh i le ,  then  l a te r  o rgan ize  fo r  awh i le ,  e tc .  By  i n teg ra ted  we mean  tha t  
genera l l y  the  th ings  you  do  i nc lude  more  than  one  o f  these  func t ions  a t  the  
same t ime .  How i n teg ra ted  o r  independen t  do  you  see  these  func t ions?  Se lec t  
a  number  wh ich  bes t  i nd ica tes  your  fee l i ngs .  
1  2 3 4 5 6 7 8 9  1 0  1 1  
I I I I I I I I I I I 
Very  i nde-  H igh ly  
penden t  i n teg ra ted  
P lease  tu rn  to  CARD 43 -
193 .  T ime spen t  by  a  manager  can  be  b roken  down ano the r  way .  We wou ld  now l i ke  to  
b reak  i t  down by  a reas  o f  ac t i v i t y  ra the r  than  genera l  f unc t ions .  A l l  o f  the  
f i ve  func t ions  o f  management  l i s ted  above  can  be  pe r fo rmed  i n  each  a rea  o f  
th i s  b reakdown.  We wou ld  l i ke  to  have  you  es t ima te  the  amoun t  o f  t ime  you  
spend  i n  each  o f  these  ca tegor ies .  
Aga in  th ink  o f  a l l  the  t ime  you  spend  tha t  i s  d i rec t l y  connec ted  w i th  the  
opera t ion  o f  the  coopera t i ve .  Us ing  th i s  as  the  100% to ta l ,  es t ima te  the  
pe rcen t  o f  your  t ime  tha t  i s  spen t  i n  each  a rea .  
We wou ld  sugges t  t ha t  you  read  th rough  a l l  the  ca tegor ies  f i r s t .  Then  se lec t  
th ree  o r  fou r  where  you  spend  a  ma jo r  po r t i on  o f  your  t ime  (say  4^  pe rcen t )  
and  i nd ica te  how much  t ime  you  spend  i n  th i s  who le  a rea .  Nex t ,  i nd ica te  
the  pe rcen t  you  spend  i n  each  o f  the  th ree  o r  fou r  a reas  mak ing  up  the  
l u i  y\ . ,  I  
Then  take  severa l  more  ca tegor ies  where  you  spend  qu i te  a  b i t  o f  t ime  
and  repea t  Lhe  sLeps  above .  The  es t ima t ions  may  be  eas ie r  to  make  by  g roup ing  
ca tegor ies  i n to  la rge r  a reas .  
% I .  OVERALL MANAGEMENT—By ove ra l l  management  we  mean  a l l  t ime  spen t  i n fo rm ing ,  
consu l t i ng  w i th ,  l i s ten ing  and  mak ing  sugges t ions  to  the  Board  o f  D i rec to rs ,  
as  a  g roup  and  i nd iv idua l l y ,  on  a l l  mat te rs  pe r ta in ing  to  the  func t ion ing  
o f  the  bus iness .  Th is  i nc ludes  de te rm in ing  long- run  ob jec t i ves  fo r  the  
bus  i  ness .  
% 2 .  EMPLOYEE MANAGEMENT- -By  emp loyee  management  we  mean  a l l  t ime  spen t  i n  
de te rm in ing  the  number  and  qua l i f i ca t ions  o f  emp loyees  needed ,  se lec t ing  
new emp loyees ,  t ra in ing  and  deve lop ing  emp loyees .  Th is  i nc ludes  a l l  
t ime  spen t  i n  ac ts  wh ich  a re  des igned  to  d i rec t l y  a f fec t  the  mora le ,  
p roduc t i v i t y ,  l oya l t y ,  and  coopera t ion  o f  emp loyees .  
% 3 .  CUSTOMER RELATIONS MANAGEMENT- -By  cus tomer  re la t i ons  management  we  mean  
a l l  L ime spen t  aLLempt ing  to  c rea te  a  favo rab le  a t t i t ude  toward  the  
bus iness  i n  the  m inds  o f  cus tomers .  Th is  i nc ludes  insu r ing  good  appearance  
o f  p lan t ,  f ac i l i t i es ,  and  emp loyees ,  i nsu r ing  good  and  hones t  se rv i ce ,  and  
any  o the r  ac t i v i t y  spec i f i ca l l y  des igned  to  improve  the  image  o f  the  
uiJ5inc55 j fi lI'ic cycS Of CuSuOmcrS» 
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%  h.  RETAIL  MANAGEMENT- -By  re ta i l  management  we  mean  a l l  t ime  spen t  i n  
ac t i v i t i es  d i rec t l y  concerned  w i th  re ta i l  p r i c ing ,  d i rec t  re ta i l  se l l i ng  
and  pu rchas ing ,  adver t i s ing ,  and  supp lementa l  me thods  o f  i nc reas ing  
vo lume.  Th is  i nc ludes  de te rm in ing  the  e las t i c i t y  o f  the  va r ious  supp l ies  
and  demands ,  i nsu r ing  the  func t ion ing  o f  an  e f fec t i ve  sa les  and  p romot iona l  
opera t ion  and  se t t i ng  up  and  guaran tee ing  the  comp le t ion  o f  any  spec ia l  
p ro jec ts  such  as  demons t ra t ion  p lo ts ,  con tes ts ,  handou ts ,  e t c .  
% 5 .  WHOLESALE MANAGEMENT- -By  who lesa le  management  we  mean  a l l  t ime  spen t  
se lec t ing  and  dea l ing  w i th  who lesa le  dea le rs .  Th is  i nc ludes  p lann ing  
the  t im ing  and  quan t i t y  o f  the  t ransac t ion ,  de te rm in ing  the  te rms  o f  the  
t ransac t ion ,  i nsu r ing  adequa te  t ranspor ta t i on  fo r  the  p roduc ts ,  eva lua t ing  
the  se rv i ce  rendered  by  each  dea le r ,  and  any  o the r  ac ts  d i rec t l y  a f fec t ing  
the  who lesa le  opera t ion  o f  the  bus iness .  
% 6 .  INVENTORY MANAGEMENT- -By  i nven to ry  management  we  mean  a l l  t ime  spen t  a t tempt in<  
to  ach ieve  the  lowes t  poss ib le  to ta l  cos t  o f  ma in ta in ing  the  leve l  o f  
i nven to r ies  mos t  p ro f i t ab le  fo r  the  bus iness .  Th is  i nc ludes  the  de te rm ina t ion  
o f  the  mos t  p ro f i t ab le  leve ls ;  ma in ta in ing  adequa te  con t ro l ;  i nsu r ing  tha t  
cos ts  due  to  i ne f f i c ien t  hand l ing ,  l osses  due  t o  sh r inkage ,  and  marke t  changes  
a re  m in im ized ;  and  con t ro l l i ng  a l l  o the r  fac to rs  re la t i ng  to  the  management  
o f  i nven to r ies .  
% 7 .  CUSTOM SERVICE MANAGEMENT- -By  cus tom se rv i ce  management  we  mean  a l l  t ime  
spen t  de te rm in ing  wha t  se rv i ces  to  o f fe r ,  p r i ces  to  be  charged ,  and  
p romot iona l  ac t i v i t i es  to  use .  Th is  i nc ludes  a l l  ac t i v i t i es  i n  the  
manag ing  o f  cus tom se rv i ces  such  as  eva lua t ion  o f  the  se rv i ces  o f fe red ,  
admin is te r ing  the i r  e f f i c ien t  p roduc t ion ,  eva lua t ing  the  comp1 imen  t a r i t y  o f  
each  se rv i ce  to  the  p roduc ts  hand led ,  and  so  on .  
% 8 .  RETAIL  CREDIT  MANAGEMENT- -By  re ta i l  c red i t  management  we  mean  a l l  t ime  
spen t  de te rm in ing  the  mos t  p ro f i t ab le  overa l l  l eve l  o f  re ta i l  c red i t  f o r  
the  bus iness ,  se t t i ng  up  c red i t  p rog rams fo r  cus tomers ,  de te rm in ing  the  
mos t  p ro f i t ab le  p r i ce  d i f f e ren t ia l  be tween  c red i t  and  cash  sa les ,  and  
superv i s ing  accoun ts  rece ivab le .  Th is  i nc ludes  t ime  spen t  p lann ing  and  
admin is te r ing  p rocedures  fo r  co l l ec t i ng  accoun ts  rece ivab le ,  f i nanc ing  
accoun ts  rece ivab le ,  and  any  o the r  management  ac t i v i t y  a f fec t ing  the  hand l ing  
o f  re ta i l  c red  i  t .  
% 3 .  HELPING ON SPECIF IC  OPERAT ION- -By  he lp ing  on  spec i f i c  opera t ions  we mean  
a l l  t ime  spen t  d i rec t l y  he lp ing  emp loyees  i n  the  pe r fo rmance  o f  the i r  
j obs .  Th is  i nc ludes  such  th ings  as  he lp ing  to  un load  a  t ruck ,  runn ing  
the  m ixe r  o r  g r inder ,  tak ing  so i l  samp les ,  work ing  on  the  reco rds ,  wa i t i ng  
on  cus tomers ,  e t c ,  
Jo  10 .  PUBLIC RELATIONS-"By  pub l i c  re la t i ons  we mean  a l l  t ime  spen t  i n fo rm ing  perso r . s  
i n  the  commun i t y  abou t  the  se rv i ces  your  coopera t i ve  o f fe rs ,  i t s  p rograms,  
and  spec ia l  f ea tu res .  A lso  inc lude  any  t ime  taken  to  lea rn  o f  pub l i c  fee l i ngs  
t o w 8 r r i  c o o p ^ r ^ t i v ^ *  t i r n ^  s p e n t  c r e a t i n g  3  f^ v o r ^ b l * ?  p L i b )  i m A n e _  
(No te :  Be  su re  to  d i s t i ngu ish  be tween  th i s  and  cus tomer  re la t i ons  management .  
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%  W .  M1SCELLANEOUS- -By  m isce l l aneous  we mean  a l l  t ime  spen t  i n  ac t i v i t i es  wh ich  
canno t  be  c lass i f i ed  in to  one  o f  the  above  a reas .  
1 00% 
Please  tu rn  to  CARD 44 .  
194 .  i n  genera l ,  how do  you  fee l  these  depar tmen ta l  f unc t ions  o f  management  a re  
re la ted  to  each  o the r?  Wou ld  you  ra te  them as  re la t i ve l y  independen t  o r  
re la t i ve l y  in teg ra ted?  By  i ndependen t  we  mean  tha t  a t  one  t ime  you  can  work  
a t  sa les  and  adver t i s ing ,  then  l a te r  work  on  i nven to ry ,  e t c .  By  i n teg ra ted  
we mean  tha t  genera l l y  the  th ings  you  do  i nc lude  more  than  one  o f  these  func t ions  
a t  the  same t ime .  How i n teg ra ted  o r  independen t  do  you  see  these  func t ions?  
Se lec t  a  number  wh ich  bes t  i nd ica tes  your  fee l i ngs .  
Now I  wou ld  l i ke  to  c lose  th i s  i n te rv iew w i th  some i n fo rmat ion  abou t  
you  and  your  genera l  bus iness  opera t ions .  Aga in ,  t h i s  in fo rmat ion  w i l l  be  
kep t  i n  comp le te  con f idence  and  w i l l  never  be  i den t i f i ed  w i th  your  name.  We 
use  th i s  in fo rmat ion  as  a  means  o f  c lass i f i ca t ion  o f  the  da ta  i n  the  res t  
o f  the  schedu le .  
195 .  What  i s  your  age?  
196 .  How many  years  o f  fo rma l  educa t ion  have  you  comp le ted?  
2 3 4 5 6 7 8 9  1 0  I I  
Very  i n ­
dependen t  
H igh ly  
i n teg ra ted  
nc i r c le  appropr ia te  numberT ]  
8  o r  l ess  
E lementa ry  
9  1 0  1 1  1 2  
High School 
13  14  15  16  
Co  1  I ege  
1 7  1 8  1 9  2 0  
Beyond  OA o r  BS 
197. "[J/ a t tended  h igh  schooTj Did  you  take  voca t iona l  ag r i cu l tu re  i n  h igh  schoo l?  
NO.  
YES 2 
198 .  "UJ  YES TO QUESTION 197 j :  
How many  years  o f  voca t iona l  ag r i cu l tu re  d id  you  take?  
199 .  |T f  a t tended  co l l ege !  What  was  your  co l l ege  ma jo r?  
447  
200 .  P r io r  to  o r  du r ing  your  1s t  years  o f  management ,  d id  you  a t tend  any  management  
t ra in ing  schoo ls ,  workshops ,  o r  take  any  bus iness  courses  i n  schoo l?  
NO.  .  
YES.  
201. -"-[IF YES TO question 20^1 : 
How many  and  wha t  were  they?  
202 .  Have  you  ever  l i ved  on  o r  worked  on  a  fa rm? 
NO t  
YES 2  
203 .  " [ IF  YES TO ques t ion  202* ] :  
I n  wha t  capac i t y  and  fo r  how long?  
204 .  Have  you  had  any  spec ia l i zed  t ra in ing  i n  any  o f  your  ma jo r  p roduc t  l i nes  o r  
i n  management  i Lse l r ,  du r ing  the  pas t  2  years?  (Spec ia l i zed  t ra in ing  inc ludes  
workshops ,  sho r t  courses ,  t ra in ing  schoo ls ,  re f resher  courses ,  con fe rences ,  
e t c . )  
NO I  
YES 2  
205 .  "T IF  YES TO QUESTION 20^1  
Us ing  8  hour  day  equ iva len ts ,  how many  days  t ra in ing  have  you  rece ived  on  
each  o f  your  p roduc t  l i nes  dur ing  the  l as t  2  years?  
L  i  ne  
Chemi  ca l  
Feed  
Fe r t i 1 i  ze r  
Lumber  
Mach  i  ne ry  
Management  
Pe t ro leum 
Yes  No  
z. i I 
2 1 
2 1 
2 1 
o  I t  
^ I ' 
Amount  
o f  T ra in ing  
44A 
206 .  Have  you r  depa r tmen t  heads  o r  key  emp loyees  had  anv  o f  t h i s  t r a i n ing?  
NO.  ,  
YES,  
>07. -'>[TF YES TO question 206]: 
Us ing  8  hou r  day  equ i va len ts ,  how many  days  t r a i n i ng  have  t hey  rece i ved  du r i ng  
the  l as t  2  yea rs?  
L  i  ne  
Chemi  ca1  
Feed  
Fe r t i l i ze r  
Lumber  
Mach  i  ne  r y  
Managemen t  
Pe t ro leum 
Seed  
Yes  No  
2 
2 
2 
2 
2 
2 
2 
2 
Amoun t  o f  
T ra in ing  
208 .  How l ong  have  you  been  t he  manager  o f  t h i s  bus iness?  
Yea rs  
209 .  How l ong  have  you  had  f u l l  r espons ib i l i t y  f o r  t he  managemen t  o f  a  bus iness?  
Yea rs  
2 1 0 .  What  have  been  you r  pas t  f ou r (4 )  j obs  and  how l ong  d id  you  spend  i n  each  
pos i  t i on?  
Pos  i t  i on  Leng th  o f  T ime  
mos t  r ecen t  1  
2._  
3 . .  
l eas t  recen t  4 .  
211 .  Do  you  own ,  ope ra te ,  o r  manage  a  f a rm  a t  t he  p resen t  t ime?  
a .  own  !  
b .  ope ra te  2  
e e 6 e e e e e o e o e e e o e o e <  . 3  
u 
212 .  I n  add i t i on  t o  you rse l f ,  how many  peop le  do  you  emp loy  a t  t he  p resen t  t ime?  
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213 .  How many  new peop le  have  you  h i red  i n  the  pas t  yea r  as  rep lacemen ts  f o r  
214 .  How many  peop le  have  you  h i red  i n  the  pas t  yea r  t o  f i l l  new pos i t i ons  c rea ted  
emp loyees  who  a re  no  l onge r  emp loyed  he re?  
by  t he  expans ion  o f  t h i s  bus iness?  
215 -  How many  b ro the rs  and  s i s te rs  do  you  have?  
O lde r  b ro the rs  Younge r  b ro the rs  O lde r  s i s te rs  Younger  s i s te  
216 .  Where  d i d  you  spend  t he  mos t  t ime  du r i ng  you r  ea r l y  l i f e  (p r i o r  t o  age  21 )?  
a .  f a rm  1 
b .  t own  o f  l ess  than  2 ,000  2  
c .  t own  o f  2 ,000  o r  more  bu t  l ess  t han  10 ,000  3  
d .  c i t y  o f  10 ,000  t o  100 ,000  4  
e .  c i t y  l a rge r  t han  100 ,000  5  
T H A N K  Y O U  V E R Y  M U C H  F O R  Y O U R  T I M E  A N D  C O O P E R A T I O N  
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F o f n t  A  
S c h e d u l e  N o .  
C r. N F ! 0 E N T ! A L 
D £ M T I A L C O N F I D E N T I A L  
I O W A  S T A T E  U N I V E R S I T Y  
R E S E A R C H  P R O J E C T  1 6 2 6  
A m e s ,  I o w a  
A l l  t.he i n Fo rma I: i on i n  t h i s  s c h e d u l e  w i l l  b e  k e p t  i n  c o m p l e t e  c o n f  
1 2 - : . °  w i l l  n e v e r  b e  i d e r . i ' i l  i ( ; d  w i t h  a n y  o f  t h e  i n f o r m a t i o n  w h i c h  
:  p r o v i c l t !  ' i s .  
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S E C T I O N  1  
I  ns t ruc t  i ons  
Peop le  d i f f e r  i n  the  ways  t hey  t h i nk  abou t  t hemse lves  and  abou t  t hose  
w i t h  whom they  work .  Th i s  may  be  impor tan t  i n  work ing  w i t h  o the rs .  P lease  
g i ve  you r  immed ia te ,  f i r s t  reac t i on  t o  the  i t ems  on  t he  f o l l ow ing  pages .  
On  each  shee t  a re  pa i r s  o f  words  wh i ch  a re  oppos i t e  i n  mean ing ,  such  
as  Ta l ka t i ve  and  Qu ie t .  You  a re  asked  t o  desc r i be  you rse l f  and  two  o f  t he  
peop le  w i t h  whom you  have  worked  by  c i r c l i ng  one  o f  t he  e leven  numbers  
be tween  t he  two .  wo rds .  
Each  number  r ep resen ts  a  po in t  on  t he  l i ne  de f i ned  by  t he  two  ad jec t i ves  
i n  you r  desc r i p t i on  o f  t he  pe rson .  Fo r  examp le ,  i f  the  emp loyee  you  a re  
desc r i b i ng  i s  o r  was  ex t reme ly  t a l ka t i ve ,  you  wou ld  c i r c l e  the  number  f i ve (5 )  
c l oses t  t o  t a l ka t i ve .  Each  number  t oward  Qu ie t  rep resen ts  l esse r  deg rees  
o f  t a l ka t i veness .  
Look  a t  t he  words  a t  bo th  ends  o f  t he  l i ne  be fo re  you  c i r c l e  a  number .  
P lease  remember  t ha t  t he re  a re  no  r i gh t  o r  wrong  answers .  Work  r ap id l y ;  
you r  f i r s t  answer  i s  l i ke l y  to  be  t he  bes t .  P lease  do  no t  o r r i t  any  i t ems  and  
mark  each  i t em on l y  once .  
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F i r s t  desc r i be  
one  number  be tween  each  
r  £  e  1  r  
pa  i  r  
as  
o f  
ycu  o rd ina r i  
wo rds .  
l y  t h i nk  abou t  you rse l f .  C i re  
P leasan t  5  h 3  2  1  0  1  2  3  4  5  Unp leasan t  
F r i end l y  5  h 3  2  1  0  1  2  3  4  5  Un f r i end l y  
Re jec t  i  ng  5  h 3  2  1  0  1 2  3  4  5  Accep t  i  ng  
He  1p fu1  5  h 3  2  1  0  1  2  3  4  5  F rus t râ t  i  ng  
Unen thus  i  as t i  c  5  4  3  2  1  0  1  2  3  4  5  En thus  i as t i c  
Lo ts  o f  f un  5  h 3  2  1  0  i  2  3  4  5  Se r i ous  
Tense  5  h 3  2 1  0  1  2  3  4  5  Re laxed  
Suppo r t i ve  5  h 3  2  ) 0  ]  2  3  4  5  Hos t  i l e  
D i  s ten t  5  h 3  2  1  0  1  2  3  4  5  C  l ose  
Co ld  C 2  i  0  1  2  2  i l .  c  Warm 
Coope  r a t  i  ve  5  4  3  2  1 0  1  2  3  4  5  Uncoope ra t  i  ve  
Bo r i ng  5  4  3  2  1  0  1  2  3  4  5  I n te res t i ng  
Quar re l  some  5  4  3  2  ] 0  1 2  3  4  5  Ha  n i i on  i  ous  
Se l f - assu red  5  4  3  2  i  0  1  2  3  4  5  Hes  i  t an t  
E f f i c l en t  5  4  3  2  1  0  i  2  3  4  5  I ne f f i c i en t  
G1oomy  5  4  3  2  1  0  1  2  3  4  5  Chee  r f u1  
Open  5  4  3  2  1  0  1 2  3  4  5  Gua  rded  
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O the r  peop le  gene ra  ! i y  f  c  r ;T: op in ions  c f  u i i ,  co r rec t  o r  i nco r rec t .  Or ,  
t h i s  shee t ;  p ' ease  desc r i be  you rse l f  sg  you  t h i nk  you  gene ra l l y  appea r  t o  
o the rs .  
Remember ,  t h i s  i s  not wha t  you  r ea l l y  a re  b 'Jt wha t  o the r  peop le  t h i nk  
you  a re .  
P leasan t  5  4  3  2  0  2  3  4  5  Unp leasan t  
F r  i end l y  5  4  3  2  0  2  3  4  5  Ur i f  r  i end  1  y  
Re jec t  i ng  5  4  3  2  0  2  3  4  5  Accep t !ng  
He lp fu l  5  4  3  2  0  2  3  4  5  F rus t ra t i nc i  
L ' nen th .us  i as t i  c  5  4  3  2  0  2  3  4  5  En thus  i as t i c  
Lo ts  o f  f un  5  4  3  : 0  2  3  4  5  Se  r i  ous  
Tense  5  4  3  2  0  2  3  4  5  Re  1  axed  
Suppo r t i ve  5  4  3  2  0  2  3  4  5  Hos t  i l e  
D i  S tan t  5  4  3  2  Û  2  3  4  5  C lose  
Oo l  H  5  4  3  2  0  2  3  4  5  Wa rm  
Coope ra t i ve  5  4  3  2  0  2  3  4  5  Uncoope ra t  i  ve  
Bo r  i ng  5  4  3  2  0  2  3  4  5  1  n te res t  i ng  
0 .1 )3  r  re  1  some  5  4  3  2  0  2  3  4  5  Harmon  i ous  
Se  1 f -assu red  5  4  3  2  0  2  3  4  5  Hes  i  tan t  
E f f i c i en t  5  4  3  2  0  2  3  4  5  !  ne f f i c i en t  
G i  oomy  5  4  3  2  0  2  3  4  5  Cheer fu l  
Open  5  4  3  2  0  2  3  4  5  Guarded  
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Th ink  o f  t he  emp loyee  w i t h  whom you  can  work  bes t .  He  may  be  someone  you  
work  w i t h  now,  o r  he  may  be  someone  you  wo rked  w i t h  i n  the  pas t .  
He  does  no t  have  t o  be  t he  pe rson  you  l i ke  bes t ,  bu t  shou ld  be  t he  emp loyee  
w i t h  whom you  cou ld  bes t  ge t  a  j ob  done .  Desc r i be  t h i s  man  as  he  appea rs  t o  
you .  
P leasan t  5  4  3  2  1  0  2  3  4  5  Unp leasan t  
F r  i end l y  5  4  3  2  1  0  2  3  4  5  Un f r i end l y  
Re j  ec t i ng  5  k 3  2  1  0  2  3  4  5  Accep t  i  ng  
He  ! p fn I  5  4  ] 2  1  0  2  3  4  5  F rus t râ t  i ng  
Unen thus  i  as  t  i  c  5  4  3  2  1  0  2  3  4  5  En thus  i as t  i  c  
Lo ts  o f  f un  5  4  3  2  I  0  2  3  4  5  Se  r  i  ous  
Tense  5  4  3  2  1  0  2  3  4  5  Re laxed  
Suppo r t  i ve  5  4  3  2  "i  0  2  ? 4  5  Hos t  i  1  e  
D  i 5  t an t  5  4  0  J O i  0  2  ? V k 5  C lose  
r -  _  1 J  UO 1 u  5  4  0 J 2  G O O J L C 
Coope  ra  c  i  ve  5  4  3  2  ]  0  l. 3  4  Z> uncoope ra t  i v  
Bo  r  i  ng  5  4  3  2  1  G  2  3  4  5  I n te res t i ng  
Qur t r re  1  some  5  4  3  2  1  G  2  3  4  5  Ha rmon ious  
Se  1  f - assu  red  5  IL- 3  2  1  G  2  3  4  5  He Si t an  t  
E f f i c i en  I  5 4  3  2  1  G  2  3  4  5  !  ne f f  i c i en t  
G 1onmy  S  4  3  2  1  G  2  3  4  5 Cheer fu l  
Upcn  5 3  V 1 0  2  5 4  S Gi ie  r ded  
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The re  a re  a lways  some peop le  w i t h  whom we  can  wo rk  be t t e r  t han  w i t h  o the rs .  
Th ink  o f  t he  emp loyee  w i t h  whom you  can  wo rk  l eas t  we l l .  He  may  be  some­
one  you  wo rk  w i t h  now,  o r  he  may  be  someone  you  -wo rked  w i t h  i n  the  pas t .  
He  shou ld  be  t he  emp loyee  w i t h  whom you  wou ld  have  t he  mos t  d i f f i cu l t y  
ge t t i ng  a  j ob  done .  
P leasan t  5  4  3  2  0  2  3  4  5  Unp leasan t  
F r i end l y  5  4  3  2  0  2  3  4  5  Un f r i end  1  y  
Re jec t i ng  5  4  3  2  0  2  3  4  5  Accep t i ng  
He lp fu l  5  4  3  2  0  2  3  4  5  F rus t râ t  i ng  
Unen thus  i  es t  i  c  5  4  3  2  0  2  3  4  5  En thus  i as t i c  
Lo ts  o f  f un  5  4  3  2  0  2  3  4  5  Se r i ous  
Tense  5  4  3  2  0  2  3  4  5  Re laxed  
Suppo r t i ve  5  4  3  2  0  2  3  4  5  Hos t i l e  
D i  s  t an t  5  4  3  2  0  2  3  4  5  C1  ose  
Co l  d  5  4  3  2  0  2  3  4  5  Warm 
Coopérâ t  i  ve  5  4  3  2  0  a 3  4  5  Uncoope ra t i ve  
Bo r  i  ng  5  4  3  2  0  2  3  4  5  I n te res t i ng  
Quar re  i some 5  4  3  2  0  2  3  4 5  Harmon  i ous  
Se l f - assu red  5  4  3  2  0  2  3  4 5  Hes  i  tan t  
E f f i c i en t  5  4  3  2  0  2  3  4 5  i ne f f i  c i en t  
G 1oomy  5 4  3  2  0  2  3  4  5  Cheer fu1  
Open  5 k 3  2  0  2  3  4  5  Guarded  
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SECTION 2  
i ns t ruc t  i ons  
On  t t i e  f o l l ow ing  twe l ve  pages  a re  a  number  o f  s ta temen ts  abou t  bus iness  
managemen t .  We a re  i n te res ted  i n  you r  f ee l i ngs  o r  op in ion  abou t  each  s ta te ­
men t .  You  w i l l  p robab l y  ag ree  w i t h  some o f  t hese  s ta temen ts .  Tha t  i s ,  some 
s ta temen ts  w i l l  exp ress  you r  own  op in ions  o r  f ee l i ngs  abou t  manag ing .  0 the r  
s ta temen ts  w i l l  exp ress  f ee l i ngs  oppos i t e  t o  you rs .  
A f t e r  you  have  read  each  s ta temen t ,  p l ease  c i r c l e  the  "A "  (ag ree )  i f  you  
ag ree  w i t h  t he  s ta temen t  o r  t he  "D"  (d i sag ree )  i f  you  d i sag ree  w i t h  t he  s ta te ­
men t .  Once  you  have  made  t h i s  dec i s i on ,  p lease  i nd i ca te  how s t rong l y  you  
ag ree  o r  d i sag ree '  w i t h  the  s ta temen ts  by  c i r c l i ng  one  o f  t he  numbers  wh i ch  
appea rs  t o  t he  r i gh t  o f  each  s ta temen t .  I f  i t  rea l l y  doesn ' t  make  much  d i f ­
fe rence  t o  you  i f  you  ag ree  o r  d i sag ree  w i t h  the  s ta temen t ,  c i r c l e  1 .  I f  you  
ve ry  s t rong l y  ag ree  o r  d i sag ree  w i t h  the  s ta temen t ,  c i r c l e  5 .  Fo r  some s ta te ­
men ts ,  t he  numbers  2 ,  3  o r  4  may  be t t e r  desc r i be  how s t rong l y  you  ag ree  o r  
d i sag ree  w i t h  the  s ta temen t .  When  t h i s  i s  the  case ,  c i r c l e  the  app rop r i a te  
number .  
Fo r  examp le ,  cons ide r  t he  s ta temen t :  
A l l  men  a re  c rea ted  equa l .  | I  2  3 ^5  
_D_J 
Do you  ag ree  o r  d i sag ree  w i t h  t h i s  s ta temen t?  C i r c l e  "A "  ( "D" ) .  How 
s t rong l y  do  you  ag ree  (d i sag ree )  w i t h  t h i s  s ta temen t?  C i r c l e  the  app rop r i a te  
number .  
P lease  be  su re  t o  c i r c l e  bo th  a  l e t t e r  and  a  number  a f t e r  each  s ta temen t ,  
un less  you  a re  comp le te l y  undec ided  whe the r  you  ag ree  o r  d i sag ree  w i t h  t he  
s ta temen t .  I n  t ha t  case ,  c i r c l e  bo th  "A "  and  "D " ,  bu t  do  no t  c i r c l e  any  o f  
t he  numbers .  Th i s  response  i nd i ca tes  t ha t  you  ne i t he r  ag ree  no r  d i sag ree  w i t h  
t he  s ta temen t .  
These  s ta temen ts  a re  i n  r i o  way  des igned  t o  be  a  t es t .  The re  a re  no  r i gh t  
o r  wrong  answers  t o  t he  s ta temencs .  The  answers  w l i  i  ch  w i l l  be  mos t  he lp fu l  t o  
t h i s  resea rch  p ro jec t  a re  t he  ones  wh i ch  bes t  r e f l ec t  you r  own  f ee l i ngs  abou t  
each  o f  t he  s ta temen ts .  
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I t  i s  be t te r  t o  make  a  sma l l e r  p ro f i t  each  yea r  t han  t o  
a t t emp t  someth ing  where  t he re  i s  some chance  o f  l os ing .  
2 ,  Economic  f o r ces  i n  man  a re  s t ronge r  t han  mora l  f o r ces ,  
3 .  So  many  p roduc ts  a re  coming  ou t  t hese  days  t ha t  i t  i s  
imposs ib le  f o r  t he  dea le r  t o  keep  h imse l f  i n fo rmed  w i t h  
respec t  t o  the  l i nes  he  hand les .  
' i .  One  o f  t he  mos t  impo r tan t  t h i ngs  a  manager  can  do  i s  
a t t end  a  t r a i n i ng  p rog ram where  new i deas  m igh t  be  
p resen ted .  
' j .  Ac tua l l y  you  can  r e l y  on  ve ry  few  peop le .  
6 .  Fo r  mos t  dec i s i ons  i t ' s  a  good  i dea  t o  ge t  t he  adv i ce  
f rom the  boa rd ,  bu t  t hen  go  ahead  and  make  you r  own  
dec i s i ons .  
7 .  The  i n f l uence  a  manager  exe r t s  r ea l l y  dec ides  t he  
f i nanc ia l  ou tcome o f  a  coope ra t i ve»  
Sec t  i on  2 ,  Page  2  
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8 .  The  na tu re  o f  fa rm re la ted  bus inesses  i s  such  t na t  
uncon t ro l l ab le  c i r cums tances  a re  ve ry  impor tan t  i n  
de te rm in ing  the  success  o f  t he  bus iness .  
9 .  The re  i s  so  much persona l  sa  t i s  I ' ac  I. i  on  i n  be ing  a  mana­
ge r  t ha t  i ncome becomes  r e l a t i ve l y  un  impor tan t .  
10 .  I  l ega rd  myse l f  as  t he  k i nd  o f  pe rson  who  i s  w i l l i ng  to  
take  a  few  more  r i s ks  than  the  ave rage  manager .  
T l i e  p robab i l i t i es  o f  success  can  be  be t te r  es t ima ted  
f o r  a  spec ia l i zed  bus iness  than  f o r  a  d i ve rs i f i ed  bus iness ,  
12 .  i t  i s  na tu ra l  f o r  men  t o  wan t  t o  expend  phys i ca l  and  men­
t a l  ene rgy  i n  wo rk .  
13 .  I t  i s  more  impor tan t  t o  max im ize  p ro f i t  i n  t he  bus iness  
f  !  I 'm  t han  i t  i s  t o  o f f e r  mos t -  o f  t he  se rv i ces  des i red  
by  cus tomers .  
-D_JL 
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Cus tomers  mus t  be  se rved  even  i f  i t  means  a  s l i gh t  
l oss  o f  i ncome.  
A  co -op  manager  shou ld  ask  h imse l f  how p ro f i t ab le  each  
a l t e rna t i ve  i s  when  dec id ing  how t o  spend  h i s  t ime .  
Mos t  managers  can  improve  t he  i  r  income th rough  ha rde r -
wo rk  i ns tead  o f  b lam ing  the  c i r cums tances .  
The  impor tan t  t h i ngs  i n  l i f e  can  on l y  be  a t t a i ned  i f  a  
pe rson  has  made  a  good  i ncome.  
Many  managers  spend  t oo  much  t ime  and  e f f o r t  t r y i ng  to  
keep  themse lves  up - to -da te  on  new t h i ngs  i n  bus iness  
managemen  t .  
Hav ing  many  f r i ends  i s  more  impor tan t  t han  be ing  a  
f i nanc ia l  success .  
Mos t  managers  can  improve  t he i r  i ncome t h rough  be t te i  
managemen t  i ns tead  o f  b lam ing  the  c i r cums tances .  
A  manager ' s  mos t  impo r tan t  asse t  i s  a  " s t rong  back " .  
I n  t h i s  day  and  age  a  pe rson  can  no  l onge r  a f f o rd  t o  be  
i ndependen t  and  t o  re l y  on  h i s  own  j udgmen t  i n  mak ing  
dec i s i ons .  
A  manager  shou ld  t r y  t o  reduce  t he  r i s k  i n  h i s  bus iness  
by  keep ing  h i s  ope ra t i on  d i ve rs i f i ed ,  even  though  i t  may  
mean  t he  l oss  o f  some f u tu re  i ncome.  
Many  o f  t he  new bus iness  p rac t i ces  a  manager  hea rs  o f  
a re  backed  by  good  resea rch  and  usua l l y  app l i cab le  t o  
the  bus iness .  
Managers  who  a re  w i l l i ng  to  take  more  t han  ave rage  
chances  usua l l y  u , ,  L  i  e  r  T i  i i anc  i  a  1  1  y .  
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Sec  t  i  on  
I  admi re  t he  manager  who  can  ge t  a  j ob  done  mos t  e f f i c i en t l y  A  
due  t o  e f f ec t i ve  p lann ing .  
1  i  g  h  I :  
I f  1  f ee l  t ha t  t he  odds  a re  g rea te r  t han  60 -40  aga ins t  
an  a l t e rna t i ve  cou rse  o f  ac t i on  pay ing  o f f ,  I  l ook  f o r  
o the r  cho i ces .  
The  ave rage  human  d i s l i kes  work  and  w i11  avo id  i t  i f  
l i e  can .  
Mos t  dea le rs  spend  t oo  much  t ime  and  e f f o r t  i n  keep ing  
themse lves  up - to -da te  on  new merchand i s i ng  p rac t i ces .  
A  manager ' s  mos t  impo r tan t  asse t  i s  h i s  ab i l i t y  to  
t h i nk  ahead .  
Peop le  a t  a l l  l eve l s  i n  l oca l  coope ra t i ves  possess  t he  
capac i t y  t o  exe rc i se  imag ina t i on ,  i ngenu i t y ,  and  
c rea t i v i t y  i n  the  so lu t i on  o f  p rob lems .  
The  wo r l d  i s  s imp ly  t oo  comp lex  f o r  a  man  t o  be  com­
p le te l y  i ndependen t .  
I  ne  manager  wno  gees  aneau  l as ie^ t  i s  cue  o n e  w i i d  s L IC k S  
t o  the  o ld  p roven  ways  o f  do ing  t h i ngs .  
A t  t imes  i t  i s  bes t  f o r  a  manager  t o  choose  an  a l t e rna ­
t i ve  abou t  wh i ch  the  ou tcomes  a re  comp le te l y  unce r ta in  
i n  mak ing  a  dec i s i on .  
I f  I  had  a  cho i ce  I  wou ld  ra the r  wo rk  w i t h  my  hands  
t han  read  a  book .  
The  on l y  rea l  goa l  i n  manag ing  i s  t o  max im ize  bus iness  
p ro f i t s .  
ny  success  i s  pa r t l y  due  Lo  L i i e  f ac t  t i i a t  I  can  p lay  the  
odds  we l l .  
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and  i s  w i l l i ng  to  s tand  beh ind  them.  
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39 .  One  o f  pa ren ts '  g rea tes t  Dh l i ga t i ons  i s  t o  teach  t l i e i r  
ch i l d ren  l ; o  make dec i s i ons  on  t he i r  own  un in f l uenced  by  
wha t  o the rs  may  say  o r  do .  
40 .  A  manager  mus t  be  w i l l i ng  t ( ^  t ake  a  g rea t  t i umber  o f  r i s ks  
t o  ge t  ahead .  
41 .  I f  a  man  i s  go ing  t o  h i r e  1abo r  he  shou ld  be  w i l l i ng  
l o  work  r i gh t  a long  s i de  the  man  he ' s  h i r ed .  
42 .  Human  be ings  ha rd l y  eve r  l ea rn  t o  avo id  mak ing  t he  same 
m is takes  tw i ce .  
43 .  I nven to ry  l osses  can  be  e l f ec t i ve l y  hedged  aga ins t ,  
44 .  I t ' s  d i f f i cu l t  f o r  ch i l d ren  to  ge t  a  good  s t : a r t  i n  l i f e  
un less  you  can  p rov ide  them w i th  economic  ass i s tance .  
45 .  A t t end ing  a  sho r t  cou rse  where  new i deas  m i  g i n  be  p re  
sen ted  i s  usua l l y  a  was te  o f  t ime .  
46 .  Qu i te  a  l ew  managers  w .  i n  I  d  be  he t : l : e r  o f !  i  I  Lhey  wou ld  
spend  l ess  t ime  go ing  t o  mee t i ngs  and  more  t ime  i n  t he i r  
bus  i  ness .  
47 .  A  pa ren t ' s  f i r s t  respons ib i l i t y  i  5  t o  assu re  t he  ma te r i a l  
secu r i t y  o f  h i s  ch i l d ren .  
48 .  Many  managers  spend  t oo  much  t ime  t r y i ng  to  t h i nk  th  rough  
a l t e rna te  ways  o f  do ing  a  j ob  ra the r  t han  go ing  ahead  
and  do ing  the  j ob  the  way  t hey  a l ready  know,  
49 .  An  emp loyee  i s  r ea l l y  more  i n te res ted  i n  h i s  sa la ry  than  
the  way  a  manager  hand les  h i s  sugges t i ons .  
50 .  I t ' s  on l y  na tu ra l  t o  loc^k  up  t n  a  man  who  has  made  a  b ) t  
o f  money .  
51 .  One  o r  t he  bes t  s i ng le  i nd i ca to rs  oh  whe the r  o r  no t  a  man  
w i l l  make  a  good  manager  i s  l i i s  ab i l i t y  t o  make  i t  i s  own  
dec  i  s  i  op .s .  
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Sec t i on  2 ,  Page  6  
s l i gh t  S t  l ' on  ( |  
52 .  I  t h i nk  the  t r ad i t i ona l  ways  a re  t he  bes t  ways  o f  do ing  
t h i ngs .  
A 
D 
12  3 4  5  
53 .  A  pe rson  shou ld  a lways  be  mas te r  o f  h i s  own  f a te .  A  
D  
1  2  3  4  5  
54 .  A  manager  mus t  be  w i l l i ng  to  take  a  g rea t  number  o f  A  
r i s ks  t o  s tay  i n  bus iness .  
D  
1  2  3  4  5  
55 .  An  i nd i v i dua l  shou ld  t i y  t "  so l ve  h i s  own  p rob lems  A  
by  h imse l f .  
D  
1  2  3  4  5  
56 ,  The  mos t  success fu l  manager  i s  t he  one  who  makes  t he  A  
i nos t  p ro f i t  f o r  h i s  bus iness .  
D  
1  2  3  4  5  
57 .  A  manager  canno t  a f  f o rd  t o  make  h i s  dec i s i ons  i ndependen t l y  A  
bu t  shou ld  consu l  t ,  w i t h  those  w i t h  whom he  wo rks .  
D  
1  2  3  4  5  
58 .  Manag ing  wou ld  be  ex t reme ly  d i f f i cu l t  w i t hou t  t he  adv i ce  
and  he lp  o f  my  boa rd .  
59 .  H igh  p res t i ge  shou ld  he  acco rded  the  manager  who  has  
made  h i s  bus iness  p rospe rous  and  t h r i v i ng .  
60 .  I  f ee l  t he  manager  who  l i as  p roven  h i s  f i nanc ia l  ab i l i t y  
shou ld  be  g i ven  a  SL ron f j  vo i ce  i n  h i s  commun i t y .  
61 .  F 'am i l i es  w i t h  mo t i t ; s l ;  i ncomeL ;  a re  happ ie r  t han  t i i ose  who  
have  l o t s  o f  money .  
62 .  Many  managers  shou ld  spend  more  t ime  ana l yz ing  t he i r  
reco rds  f o r  ope ra t i ona l  e f f i c i ency  and  l ess  t ime  ac tua l l y  
ass i s t i ng  i n  the  keep ing  o f  bus iness  reco rds .  
6 3 .  For  t he  mos t  pa r t  an  i nd i v i dua l  s i i ou ld  "go  i t  a  1  one "  and  
make  h i s  own  dec i s i ons .  
OH.  Î  t  y ou  wan t  co  î nc ruc i ^u  w( j i  k v i  c  I  i  l u i ^nCy  yuu  1 :6  Vc  Lo  
app l y  more  p ressu re .  
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65c  I  have  a  g rea t  dea l  o l  r espec t  I "o r  t he  man  who  has  made  
a  l o t  o r  money .  
66 .  I t  i s  be t te r  t o  l i ve  on  an  ave rage  income and  en joy  l i f e  
ra the r  t han  spend ing  a l l  you r  t ime  t r y i ng  t o  max im ize  
you r  i ncome.  
67 .  The  manager ' s  mos t  impo r tan t  ob jec t i ve  shou ld  be  t o  make  
t he  bus iness  p ro f i t ab le .  
68 .  A  manager ' s  w i l l i ngness  t o  spend  some t ime  ass i s t i ng  w i t h  
day  t o  day  ope ra t i ons ,  such  as  w i t h  the  g r i nd ing  ope ra t i on ,  
i s  more  impor tan t  i n  a  success fu l  bus iness  than  a l l  t he  
new i deas  he  reads  o r  hea rs  abou t .  
69 .  The  s l ack  seasons  i n  fa rm p roduc t  hand l i ng  can  be  ove r ­
come r ead i l y  by  good  p lann ing  by  the  manager .  
70 .  Mos t  managers  shou ld  spend  more  t ime  read ing  resea rch  
pub  1 i  ca t  i  ons .  
71 .  The  des i re  f o r  money  i s  des t roy ing  the  mora l  f i b re  o f  
ou r  coun t r y .  
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72 .  Some new i deas  may  hu r t  a  bus iness ,  bu t  I  don ' t  l e t  t ha t  
s tand  i n  my  way  o f  t r y i ng  some o f  t he  be t te r  ones .  
73 .  I t  i s  impor tan t  t o  take  t ime  t o  cons ide r  t he  a l t e rna t i ve  
ways  o f  do ing  a  j ob  be  Po re  dec id ing  wh ich  one  i s  bes t .  
74 .  A  new manager  wou ld  do  we l l  t o  f i nd  ou t  t he  op in ions  o f  
mo ie  expe r i enced  ma ; tage rs  be fo re  mak ing  dec i s i ons .  
75 .  Mr ,S t  wo rke rs  don ' t  r ea l l y  ca rc  whe the r  3  j ob  i s  i n te r ­
es t  i n ( |  and  cha l l eng ing .  
/ 6 .  Phys i ca l  wo rk  I s  more  sa t i s f y i ng  and  reward ing  t o  me  
t han  men ta l  ac t i v i t y .  
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7/, 
78 ,  
79 .  
80.  
A r i i anac je r  shou ld  neve r  bo r row  l a rge  sums  o f  monny  f o r  
ope ra t i ng  cap i t a l .  
A  manager  mus t  keep  up  and  app l y  new me thods  i n  bus iness  
managemen t  t o  be  ab le  t o  compe te .  
Unde r  t he  r i gh t  cond i t i ons  worke rs  w i l l  seek  and  accep t  
respons  i  b  i I i t y .  
M 
D 
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A  co -op  manager  i s  i n  a  good  pos i t i on  t o  compe te  f avo rab l y  A  
i n  mos t  any  l oca l i t y .  
D  
2 3 4 5  
8 1 .  Whi le  i t  i s  t r ue  t ha t  a  pe rson  may  become t oo  o r i en ted  
toward  mak ing  money ,  many  managers  wou ld  be  be t t e r  o f f  i f  
they  wou ld  spend  mcn 'e  t ime  t r y i ng  to  make  t he i r  bus iness  
pay .  
82 .  Ra the r  t han  t o  con t i nua l l y  bo r row  money  a  manager  s l i ou ld  
wo rk  I ' o r  a  de f i n i t e  l eve l  o f  cap i t a l  accumu la t i on .  
8 3 .  Mos t  wo rke rs  t oday  don ' t  wo i ' k  as  ha rd  as  wo rke rs  d id  
10  yea rs  ago .  
A  
D  
1 2 3 4 5  
A  
1  2  3  4  
D  
A  
D  
2 3 4 5  
84 .  The  ma in  reason  t ha t  more  man  
f i nanc ia l l y  i s  t ha t  t hey  a ren  
nosed"  dec i s i ons  necessa ry  t o  
age  r s  a  r en ' t  
' t  w i l l i ng  to  
make  t he  bus  
l e t t e r  o f f  
make  t he  "ha rd -
i  nes  s  p ro f  i  tab  1  e .  
A  
D  
1  2  3  4  5  
85 .  Those  managers  who  have  made  
have  been  w i l l i ng  to  dev ia te  
s i  de  red  t o  be  r i gh t .  
t he  g rea tes t  
f r om wha t  t he  
f i nanc ia l  success  
cus tomers  con -
A  
D  
1  2  3  4  5  
ob .  1 he  p i  i ce  a  pe rson  has  t o  pay  
no t  wo r th  i t .  
l o r  I ' i nanc ia  1 success  i s  A  
D  
1  2  
! 
3  4  5  
87 .  manage  I ' s  t ake  the  t ime  t o  seek  ou t  i n f cwmat ion  and  
uso  t h i s  i n fo rma t i on  i n  mak  i  ng  dec  i  s  i ons .  2 3 4 5  
I  L i i o i i g i i  mo re  I I S K S  ar t :  u i vo i vec j .  new i i i a r i agemen  T  p i ' ac -
t i ces  pay  o f f '  i n  the  l ong  run .  
Many  new manage  r s  ge t  s ta r ted  o f f  on  t he  wrong  f oo t  by  
t  l ' y  i  r i g  t o  make  a  I  1  t he  dec i s i ons  t l i emse lves .  
-—r 
i l  2 3 4 5  
T~r 
2 3 4 5  
. .H  L .  
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90 ,  One  o f  t he  mos t  undes i rab le  t h i ngs  abou t  be ing  a  manager  
o f  a  coope ra t i ve  i s  t ha t  t oo  many  dec i s i ons  a re  made  f o r  
you  by  t he  boa rd  o f  d i r ec to rs .  
91 .  A  man  i n  bus iness  f o r  h imse l f  shou ld  be  f r ee  t o  make  h i s  
own  dec i s i ons  w i t hou t  any  ou ts ide  i n te r fe rence .  
S t  ro r i u  
1 2  3  4  5  
A 
D 
12  3 4  5  
92 .  The  va r i ab les  i n  a  bus iness  wh ich  a re  no t  unde r  d i r ec t  A  
con t ro l  o f  t he  manager ,  ( such  as  l oca t i on ,  f i l an t  f ac i l i t i es ,  
and  economic  c< jnd i t i ons )  nea r l y  de te rm ine  t he  p roduc t i v i t y  _D_ 
o f  t he  bu  s  i  ness ,  r ega rd less  o f  (he  ab i l i t y  o f  t l i e  manager .  
1 2  3  4  5  
9 3 .  Good  managemen t  i s  t he  mos t  impo r tan t  f ac to r  i n  mak ing  a  
bus iness  success  t u  I .  
A  
D 
2  3  4  5  
9 4 .  The  g rea tes t  sa t i s fac t i on  i n  be ing  a  manager  comes  i n  A  " 1  
runn ing  a  h igh l y  p ro f i t ab le  bus iness .  
D  
1  2  3  4  5  
9 5 .  I n  o rde r  t o  s tay  i n  bus iness  a  dea le r  has  t o  keep  l ea rn ing  A""* 
and  t r y i ng  new t h i ngs .  
D  
1  2  3  4  5  
Y B .  A  manager  i s  be t te r  o f f  t o  con t i nue  t r ad i t i ona l  manage- A  
i i i en t  p rac t i ces  s ince  many  o f  t he  new- fang led  i deas  a re  1  2  3  4  5  
no t  su i t ed  t o  h i s  bus iness  ope ra t i on .  [) 
9 7 .  A good  co -op  manager  does  no t  have  g rea t  d i f f i cu l t y  A  
(ove rcoming  s t i f f  l oca l  compe t i t i on .  
» 
3  4  5  
C
O
 
Mos t  managers  a re  becoming  so  o r i en ted  toward  mak ing  A  
money ,  t hey  don ' t  have  t ime  t o  en joy  l i f e .  1  '  2  
. 0  1  _  
3  4  5  
9 9 .  1  don ' t  l i ke  t o  fee  1 ob l i ga ted  to  o the r  peop le .  A  
D  1 '  '  
3  4  5  
1 0 0  .  A manager ' s  t h i nk ing  and  p lann ing  coun ts  f o r  more  i n  A  
4  bus iness  success  t oday  than  do  h i s  regu la r  cho res .  
[) r  '  
3  5  
1 0 1  ^  One  o f  t he  bes t  ways  t o  ge t  shead  f i nanc ia l l y  i s  t o  A  1  
be  i ndependen t  i n  you r  dec i s i on  mak ing .  
D  i '  '  
3  4  5  
1 0 2  .  Good  managemen t  can  e l im ina te  mos t  o f  t he  r i sks  i nvo l ved  A  
i n  any  bus iness ,  
'J 
1  2  
J  
3  4  5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
3  
5  
5  
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Hav ing  the  T reedom t o  make  up  my  own  m ind  i s ,  t o  me ,  
one  o f  t he  ma jo r  advan tages  i n  managemen t .  
A  good  co -op  manager  can  make  h i s  bus iness  success fu l  
i n  sp i t e  o f  a  boa rd  t ha t  p laces  res t r i c t i ons  on  h im .  
I n  gene ra l ,  managers  a re  more  impor tan t  t han  boa rds  o f  
d i rec to rs  i n  u l t ima te l y  i n f l uenc ing  the  f i nanc ia l  ou t ­
come o f  a  coope ra t i ve .  
Peop le  i n  ou r  soc ie t y  have  become so  conce rned  w i t h  
con fo rm ing  t o  the  ac t i ons  o f  o the rs  t ha t  we  have  
l os t  a  pa r t  o f  t he  i ndependen t  t h i nk ing  t ha t  made  
t h i s  coun t r y  g rea t .  
New i deas  i n  manag ing  a i e  a l l  r i gh t  bu t  I  don ' t  use  
ve ry  many  o f  them.  
You  can  r ea l l y  ge t  f a r t he r  by  t a l k i ng  w i th  and  coope r * -
a t i ng  w i th  peop le .  
A  man  can  be  more  success fu l  by  s t r i k i ng  ou t  bo ld l y  
on  h i s  own  t han  he  can  by  f o l l ow ing  the  adv i ce  o f  o the rs ,  
Mos t  wo rke rs  -wan t  t o  be  d i rec ted  and  con t ro l l ed .  
I t  i s  be t te r  t o  s tay  as  a  manager  o f  a  f  i  rm w i t h  a  
l ower  sa la ry  and  fewer  p rob lems  than  change  t o  a  f i rm  
w i th  a  h ighe r  sa la ry  and  many  p rob lems .  
A  good  manager  can  ove rcome mos t  marke t i ng  p rob lems  
t ha t  he  f aces .  
A  co -op  manager  can  be  success fu l  even  i i  h i s  member '  
pa t rons  a re  somewha t  unhappy  w i t h  h i s  bus iness  
p rac  t  i  ces .  
Pe rhaps  t he  g rea tes t  reward  in a  managemen t  pos i t i on  
i s  the  oppo r tun i t y  t o  make  you r  own  dec  i  s  i  ons .  
I n te l l i gence  i s  more  impor tan t  i n  managemen t  t han  i n  
mos t  o the r  bus iness  ac t i v i t i es .  
Sec t  i  on  
s  1  i  gh t  
A 
D 
A 
_D_ 
"A" 
JL  
X 
D 
A  
D  
A  
D  
A  
D  
A  
D  
1 2 
A 
D  
1 2 
A I  
T  
1 2 
I 2 
D i  
"Â~T 
5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
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Losses  due  t o  marke t  change  can  be  e f f ec t i ve l y  hedged  
aga  i ns t .  
I t  i s  more  impor tan t  t o  me t o  be  known  as  a  pe rson  who  
ge ts  a long  we l l  w i t h  o the rs  and  has  a  l o t  o f  f r i ends  
ra the r  t han  a  pe rson  who  l i kes  t o  make  dec i s i ons  f o r  
h  i  mse1 f ,  
One  o f  t he  mos t  impo r tan t  t h i ngs  a  manager  can  do  i s  
t o  work  ou t  a  l ong - range  p lan  f o r  h i s  bus iness  
ope  r a t  i on .  
The  ma jo r  reason  f o r  go ing  t o  co l l ege  i s  t o  be  ab le  t o  
make  a  be t te r  i ncome.  
Sec t i on  2 ,  
s  1 i  gh t  
1 2 3 
A 
D 
I n  t he  l ong  run ,  a  manager  i s  be t te r  o f f  t o  es tab l i sh  a  
pa t te rn  and  s t i ck  w i th  i t  ra the r  t han  t o  con t i nua l l y  
change  h i s  bus iness  ope ra t i on .  
One  o f  t he  ma jo r  p rob lems  i n  ou r  coun t r y  t oday  i s  t ha t  
peop le  a re  t oo  conce rned  w i t h  money  and  t he  t h i ngs  
money  w i11  buy .  
I n  dec id ing  abou t  mak ing  changes  i n  h i s  bus iness ,  a  
manager ' s  f i r s t  cons ide ra t i on  shou ld  be  " i s  i t  p ro f i t ab le , "  
I  a lways  eva lua te  a  new i dea  o r  p roduc t  f o r  my  coope ra ­
t i ve  and ,  i f  i t  looks  good ,  I  t r y  i t .  
Many  o f  t he  new merchand i s i ng  i deas  t ha t  come ou t  t hese  
days  a re  no t  p rac t i ca l  f o r  t he  ave rage  dea le r .  
A  manager  r ea l l y  can ' t  a f f o rd  t o  expe r imen t  w i t h  d i f f e r ­
en t  i deas  i n  t he  bus iness .  
The  hou rs  a  manager  pu t s  i n  beh ind  the  desk  a re  much  more  
impor tan t  t o  the  success  o f  t he  bus iness  than  t he  hou rs  
I ' l c  pu t s  i n  ope ra t i ng  the  sca les ,  he lp ing  w i t h  rhe  g r i n t i -
i ng  ope ra t i on  o r  o the r  j obs  requ i r i ng  phys i ca l  l abo r .  
One  o f  t he  bes t  gu ides  i n  mak ing  dec i s i ons  i s  wha t  has  
wo rked  i n  the  pas t .  
A  
D  
1  2  3  
A  
D  
1 2 3 
A 
D  
1  2  3  
A  
0 
A 
D 
A  
D  
A  
D  
A  
D  
2  3  
2  3  
2  3  
2  3  
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s l i gh t  s t rung  
] 28 .  Peop le  who  have  been  a t  l eas t  modera te l y  success fu l  
f i nanc ia l l y  seem t o  con t r i bu te  more  t o  commun i t y  l i f e  than  
peop le  who  have  no t  been  as  success fu l  f i nanc ia l l y .  
129 .  F inanc ia l  success  has  t o  be  cons ide red  t o  j udge  a  man ' s  
s tand ing  i n  h i s  cwmmi in  i  l : y ,  bu t  i n f l uence  shou ld  no t  be  
t he  p r i v i l ege  o f  t he  wea l t hy .  
130 .  Peop le  who  have  been  succeL .s fu l  f i nanc ia l l y  gene  ra  I  1  y  
a re  more  i n te res t i ng  peop le  w i t h  whom t o  v i s i t .  
131 .  The  bes t  way  t o  avo id  t r o ' i b i e  i s  t o  be  as  i ndependen t  
as  poss ib le .  
132 .  Ob ta in ing  i n fo rma t i on  on  managemen t  i s  a  n e c e s s a r y  ac t i ­
v i t y  f o r  t he  success fu l  f unc t i on ing  o f  any  manager .  
133 .  Hou rs  spen t  by  a  manager  eva lua t i ng  ar - .d  mak ing  f u t i : r e  
p lans  f o r  h i s  bus iness  a re  gene ra l l y  mere  p ro f i t ab le  than  
hou rs  spen t  he lp ing  w i t h  the  m ix ing  o r  g r i nd ing  
ope ra t i ons .  
134 .  The  chances  o t  p repa i i t . g  c l i i l d ren  t ' )  l i ve  good  use fu l  
l i ves  a re  p re t t y  s l im  i f  you  have  j us t  enough  money  t o  
make  ends  mee t .  
135 .  The re  a re  so  many  des i rab le  t i l i ngs  i n  1  i  i "e  i l i a  i :  a  pe rson  
can  a f f o rd  to  ge t  a long  on  a  l ower  i ncome t o  ma in ta in  
these  advan tages .  
136 .  A  good  manager  i s  the  one  who  can  use  h i s  l i ead  as  we l l  
as  h i s  back .  
137 .  JcjLs shou ld  con ta in  ùs  iT iuch  c t i a l l enge  and  (oppo r tun  i  t y  as  
poss  i b l e .  
138 .  ! t  i s  more  impor tan t  f o r  t he  dea le r  t o  make  dec i s i ons  on  
the  bas i s  o f  pas t  pe rsona l  expe r i ence  than  t o  t r y  t o  f i nd  
ou t  r i cw  ways  t o  d( . i  t h i ngs .  
I  î i i i t i  hL ) f c ;n t  i n  I t î â r i i i i i i j  rH juuL  r i êw  luû i  i dyc i i i ê  11L  p i ' c iC  l  t c . cs  
i s  c i  me  we  1  I  spen  t .  
I  
1  u . M  j i i d l l c i t j c j  M i u ' u i u  n c - v c  c  ulm •  l i  i  ; v . j t ^ n c - y  j U i ; u  :  ,  
o f  emergency .  
D  
1 2 3 4 5  
A  
D  
1 2 3 4 5  
A  
D  
1 2 3 4 5  
A  
D  
1 2 3 4 5  
A  
T  
D 
1 2 3 4 5  
2 3 4 5  
2 3 4 5  
2 3 4 5  
A  
D  
2 3 4 5  
A  
D  
2 3 4 5  
A  
D  i  
1 2 3 4 5  
1 2 3 4 5  
2  3  4  5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
5  
s  
5,  
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i  I i  g  l i t  
F inanc ia l  s :  i s  on l y  one  o f  many  ways  i n  j udge  a 
man 's  s i aL ' Js  m  !  11  s  co rn - ' . un  1  r y .  
One  o f  t he  mos t  i i npo r l an t  t h i ngs  a  manager "  can  do  i s  t o  
be  su re  a  good  se t  o1  reco rds  i s  kep t .  
The  man  who  s tands  a lone  i s  tha  man  who  i s  adn i red .  
Th ink ing ,  read ing ,  and  p lann ing  a re  ne t  r ea l l y  i i i po r tan t  
t o  me i n  manag ing  t h i s  bus iness .  
I t  i s  more  impor tan t  t o r  managers  t o  make  dec i s i ons  on  
t he  bas i s  o f  pas t  expe r i ence  and  ru les  o f  thumb than  t o  
t r y  to  F ind  new ways  o f  do ing  t h i ngs .  
The  f i nanc i ' iNy  success fu l  mar i  i s  n^ f i n - ^My  fu ,  i f e  i n r i u -
en t i a l  i n  h i s  commun i  t y .  
I  he re  a re  more  impor tan t  t h i ngs  i n  l i f e  than  t t y i ng  to  
Mar iage rs  mus t  be  a l l owed  t o  make  a l l  t he i r  dec i s i ons  by  
t hemse lves .  
A  
D  
1 2 3 
A 
D 
1 2 3 
A 
D 
2  3  
A 
D 
1 2 3 
A man  mus t  be  w i l l i ng  to  i r i ake  h i s  own  dec i s i ons ,  ^n in  F lu -  A  
enced  by  t he  op in ions  o f  o the rs .  
D  
! 2 3 
2  3  
! 2 3 
" I ,  ,  ,  
2  3  
i f  a  man  wan ts  a  t h i ng  done  r i gh t ,  he  mus t  do  i t  h imse l f ,  A  
_Li 
The  i  r ,  de  pen  den  t  sp  i  r  i  t - - spu  rn  i  ng  a l l  a i d ,  need ing  no  one ,  A j  
se l f - r e l i an t  and  f r ee - - - t h i s  i s  man  a t  h i s  bes t .  2  3  
A good  manager  can  ove rcome e r ro rs  made  by  h i s  emp1oyees .  A  
'! 2 3 
A rea l  p rob lem tha t  many  f a rm  supp l y  managers  have  i s  
-4- 3  ^ I- J • f- •-* X—S , i r - g'\ 4-
t i ves  f o r  t he i r  bus iness  ope ra t i on .  
] 9  ^
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15^ .  The  bes t  way  t o  so l ve  p rob lems  i s  t o  d ig  i n  and  work  
on  them immed ia te l y  i ns tead  o f  was t i ng  t ime  t r y i ng  to  
t h i nk  o f  be t te r  o r  eas ie r  so lu t i ons .  
155 .  I n  mos t  cases  a  manager  can  save  t ime  i n  the  l ong  run  
by  f i r s t  s i t t i ng  down  and  f i gu r i ng  the  p rob lem ou t .  
156 .  Peop le  mus t  be  coe rced  i n to  work ing .  
157 .  Man  w i l l  exe rc i se  se l f - d i r ec t i on  and  se l f - con t ro l  i n  the  
se rv i ce  o f  wo r thwh i l e  ob jec t i ves .  
158 .  Be fo re  t r y i ng  any  new p rac t i ce  o r  i dea ,  i t  i s  p re t t y  
w ise  t o  wa i t  and  see  how i t  i s  wo rk ing  ou t  f o r  some o f  
t he  o the r  bus inesses .  
159 .  i  wou ld  ra the r  t ake  more  o f  a  chance  un  mak ing  a  b i g  
p ro f i t  t han  t o  be  con ten t  w i t h  a  sma l l e r  bu t  l ess  r i sky  
p ro f i t .  
i ou .  I t ' s  good  f o r  a  manager  t o  take  r i sks  when  
chance  o f  success  i s  Fa i r l y  h igh .  
k  : .  
161 ,  Though  i t  may  be  s l ower ,  a  good  manager  can  be  success fu l  
by  t ak ing  on l y  ve ry  few  r i s ks .  
Sec t i on  2 ,  Page  14  
s l i gh t  s t rong  
D 
A  
D  
A  
D  
A  
D  
A  
D  
A  
D  
1 2 3 4 5  
2 3 4 5  
2 3 4 5  
2 3 4 5  
2 3 4 5  
1 2 3 4 5  
2 3 4 5  
1 2 3 4 5  
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SECTION 3  
I ns t ruc t i ons  
The  f o l l ow ing  se t  o f  ques t i ons  conce rns  you r  op in ions ,  a t t i t udes  and  back ­
g round .  Each  ques t i on  w i l l  have  one  bes t  answer  f o r  you .  P lease  p lace  a  check  
i n  the  app rop r i a te  space  f o r  each  ques t i on .  Be  su re  t o  comp le te  a l l  ques t i ons .  
1 .  Have  you  eve r  he ld  an  o f f i ce  i n  any  c i v i c  o r  soc ia l  o rgan i za t i on ,  c l ub  o r  
soc  i  e t y?  
a  .  no  
b  .  1 o r  2  t imes  
c  .  3  o r  n io re  t imes  
2 .  I n  he lp ing  me make  dec i s i ons  du r i ng  my  t eens ,  I  rece i ved  t he  mos t  va lu ­
ab le  expe r i ences  f rom:  
a  .  f  r  i ends  
b  .  my f am i l y  and  home 
3 .  r l ow  w i l l i ng  a re  you  t o  de  f end  (w i t h  i i o  suppo r t  f r om o the rs  who  sha re  you r  
v i ews )  a  pos i t i on  wh ich  you  f ee l  t o  be  j us t i f i ed?  
a  .  ve ry  w i l l i ng  
b  .  more  w i l l i ng  than  the  ave rage  pe rson  
c  .  abou t  ave rage  i n  w i l l i ngness  
d  .  no t  t oo  w i l l i ng  
e  .  no t  a t  a l l  w i l l i ng  
4 .  How o f t en  do  you  w in  a rgumen ts  w i t h  you r  f r i ends?  
a .  neve  r  
b .  ra re  1 y  
somet  i  mes  
a .  o  f  i  er i  
e .  usua l  1  y  
f .  a lmos t  a lways  
q .  neve r  have  any  a rgumen ts  
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Check one bas t  answer .  
5 .  How wou ld  you  rank  you rse l f  as  o  manager?  
a  .  in  the  t op  5% 
b  .  in  the  uppe r  20% 
c  .  in  the  uppe r  50% 
d  .  in  the  l ower  S^ ïo  
e  .  1 don  '  t  know 
6 .  I n  connec t i on  w i t h  you r  wo rk ,  i n  wh ich  one  o f  t hese  have  you  taken  mos t  
p r i de?  
a  .  hav ing  been  ab le  t o  avo id  any  ma jo r  con t rove rs ies  
b  .  hav ing  go t ten  where  I  am on  my  own  
c  .  hav ing  p rov ided  a  l o t  o f  new i deas ,  good  o r  bad  
d  .  hav ing  been  ab le  t o  work  smoo th l y  w i t h  peop le  
e  .  hav ing  been  ab le  t o  do  we l l  wha teve r  supe r i o r s  reques ted  o f  me  
7 .  Wh ich  do  you  f ee l  has  been  you r  mos t  ou t s tand ing  nega t i ve  expe r i ence  i n  
you r  schoo l  1  i  fe?  
a  .  unpopu la r i t y  w i t h  boys  
b  .  unpopu la r i t y  w i t h  g i r l s  
c  .  unpopu la r i t y  w i t h  teache rs  
J  1  -  _  I .  _ r  _ i  —  .  r  _  '  _  _  I  '  
e  .  lack  o f  ach ievemen t  i n  spo r t s  
f  .  lack  o f  ach ievemen t  i n  schoo l  
8 .  Do  mos t  peop le  g i ve  you :  
a  .  much  more  respec t  t han  you  dese rve  
b .  a  l i t t l e  more  respec t  t han  you  dese rve  
c  .  as  much  respec t  as  you  dese rve  
d  .  a  l i t t l e  less  respec t  t han  you  dese rve  
e  .  a  l o t  l ess  respec t  t han  you  dese rve  
9 .  How do  you  wan t  peop le  t o  f ee l  abou t  you?  
a .  f ee  1 1 am capab le  
b .  f ee  1  !  3m tough  bu t  f a i  
c .  f ee  1 1  am a  "n i ce  guy "  
d .  Fee  1  1  have  a  sense  o f  " l u i i i o r  
e .  f ee  1 1  am excep t  i  ona11  y  i n  t e l  1 i  gen t  
1 .  none  o r  t nese  
472  
Sect ion 3,  Page 3 
Check one best  answer .  
10 .  Wh ich  one  o f  t he  f o l l ow ing  do  you  t h i nk  i s  c l oses t  t o  desc r i b i ng  you r  
pe rsona  1 i t y?  
a  .  I  am d i f f i cu l t  t o  rea l l y  ge t  t o  know 
b  .  !  have  some r ea l l y  c l ose  f r i ends  and  a  number  o f  acqua in tances  
c  .  I  am f r i end l y  and  easy  go ing ,  have  a  l o t  o f  f r i ends  
d  .  I  am ve ry  j o l l y ,  the  " l i f e  o f  t he  pa r t y "  t ype  
e  .  I  f i nd  i t  ex t reme ly  d i f f i cu l t  t o  desc r i be  myse l f  
11 .  Wh ich  o f  t he  f o l l ow ing  do  you  en joy  l eas t?  
a  .  ta l k i ng  w i t h  f r i ends  
b  .  spend ing  t ime  w i t h  my  f am i l y  
c  .  phys i ca l  ac t i v i t y  
d  .  mee t i ng  s t range rs  and  w inn ing  them ove r  
e  .  read  i ng  
12 .  Wh ich  one  o f  t he  f o l l ow ing  have  you  d  i  s  1  i ked  mos t  i n  mos t  j obs  t ha t  you  
have  he  1d?  
a  .  cou ldn ' t  p l an  f u tu re  a round  j ob  
b  .  cou ldn ' t  use  i n i t i a t i ve  
c  .  no  encou ragemen t  t o  pu t  f o r t h  e f f o r t  t o  be t te r  myse l f  
d  .  the  peop le  above  me  
e  .  none  o f  t hese  
13 .  On  wh i ch  one  o f  t he  f o l l ow ing  fea tu res  o f  you r  j ob  wou ld  you  l i ke  t o  be  
ab le  t o  spend  more  t ime?  
a  .  l i s ten ing  to  new i deas  
b  .  keep ing  t h i ngs  i n  t he i r  p lace  
c  .  pass ing  on  de ta i l ed  i n fo rma t i on  t o  o the rs  
d  .  _ge t t i ng  t o  rea l l y  know the  peop le  w i t h  whom 1 wo rk  
e  .  co r rec t i ng  e r ro rs  as  t hey  a re  made  
f  .  th ink ing  abou t  a l t e rna t i ves  and i  mak i r i gg  p l ans  
14 .  I n  you r  op in ion ,  a t  wha t  s tage  i n  l i f e  do  men  do  t he i r  bes t  wo rk?  
3 .  when  t hey  a re  s i ng le  
b  .  when  mar r i ed ,  bu t  ch i l d l ess  
c  .  when  mar r i ed  and  t he i r  Fami l i es  a re  young  
d  .  when  mar r i ed  and  t he i r  f am i l i es  a re  g rown  
e  .  the re  i s  p robab l y  no  d i f f e rence  among t he  above  
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15 .  I n  you r  op in ion ,  wha t  i s  t he  bes t  way  t o  ge t  peop le  t o  do  t h i ngs?  
a  .  by  d r i v i ng  them 
b  .  by  show ing  them 
c  .  by  k i dd ing  them i n to  go ing  a long  
d  .  by  se t t i ng  an  examp le  
c .  some o the r  way  
16 .  Wh ich  one  o f  t he  Fo l l ow ing  has  he lped  you  mos t  i n  ge t t i ng  a long  w i t h  
peop Ie?  
a  .  go ing  a long  w i t h  ma jo r i t y  op in ion  
b  .  s tand ing  up  f o r  my  r i gh t s  
c  .  g i v i ng  o the rs  a  l o t  o f  a t t en t i on  
d  .  no t  chang ing  my  v i ews  i f  I  t h i nk  I  am r i gh t ,  desp i t e  p ressu re  
e  .  chang ing  my  op in ion  when  i t  i s  necessa ry  
17 .  When  i n  h igh  schoo l ,  abou t  how many  even ings  a  week  d i d  you  "go  ou t "?  
a  .  less  than  1  
b  ,  1 
c  .  2 
d  .  3  
e  .  h  o r  more  
18 .  I n  compar i son  w i t h  you r  f r i ends ,  wha t  do  you  t h i nk  oF  you r  pe rsona l  
appea  ranceV  
a  .  a lmos t  a l l  o f  my  f r i ends  a re  be t te r  l ook ing  
b  .  mos t  o f  them a re  be t te r  l ook ing  
c  .  I  am abou t  ave rage  i n  l ooks  
d  .  I  am be t te r  l ook ing  than  mos t  o f  them 
e  .  I  don ' t  f ee l  s t rong l y  one  way  o r  t he  o the r  abou t  my  l ooks  
19 .  Wha t  pe r i od  o f  you r  l i f e  do  you  remember  as  you r  happ ies t?  
a  .  ea r l y  ch i l dhood  
b  .  schoo l  yea rs  
c  .  the  immed ia te  pas t  
d  .  wh i l e  i n  t he  a rmed  f o r ces  
e .  now 
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20 ,  How do  you  f ee l  abou t  t he  rou t i ne  pape r  wo rk  o f  you r  j ob?  
a .  i t  i s  excess i ve  
b „  t he re  i s  qu i t e  a  l o t ,  bu t  I  can  pu t  up  w i t h  i t  
c  .  the re  i s  a  l o t ,  and  someth ing  shou ld  be  done  t o  reduce  i t  
d  .  the re  i s  a  l o t ,  bu t  mos t  o f  i t  i s  rea l l y  necessa ry  
e  .  i  ra the r  en joy  i t  
21 ,  Wh ich  one  o f  t he  f o l l ow ing  have  you  t he  mos t  oppo r tun i t y  t o  do  i n  you r  
p resen t  j ob?  
a  .  use  my  imag ina t i on  
b  .  exe rc i se  admin i s t ra t i ve  ab i l i t y  
c  .  do  the  j ob  as  i t  cou ld  be  done  
d  .  re lax  now and  then  
e  .  exe rc i se  my  i n i t i a t i ve  
22 ,  Where  do  you  and  you r  f r i ends  mos t  o f t en  ge t  t oge the r?  
a  .  a t  my  home 
b  .  a t  a  f r i end ' s  home 
c  .  a t  a  c l ub  o r  l oHne  ( sno r t ,  f r a te rna l )  
d  .  a t  a  t hea te r ,  r es tau ran t ,  o r  o the r  pub l i c  p lacé  
e  .  none  o f  t hese  
23 .  Look ing  back  on  t he  days  you  spen t  i n  you r  f an i i l y  o r  ch i l dhood  home,  we re  
t hey ;  
a  ,  ve ry  happy  
b  ,  qu i te  happy ,  mos t  o f  t he  t i m e  
c  ,  ne i the r  ve ry  happy  no r  ve ry  unhappy  
d ,  a  l i t t l e  on  t he  unhappy  s i de  
e ,  ve ry  unhappy  
24 .  Wha t  one  k i nd  o f  o rgan i za t i on  do  you  en joy  mos t?  
a  .  se rv i ce  c lubs  (Ro ta ry ,  K iwa r i i s ,  L i ons ,  e t c . )  
b  .  re l i g i ous  o rgan i za t i ons  
c . f r a c e r n a i  organ  i zac  i ons  ( E l k s .  M a s o n s .  Oo 'a ' f e i î ows .  e t c . )  
d  .  rec rea t i ona l  o rgan i za t i on  (Bow l i ng  l eagues ,  So f tba l l  l eagues ,  Squa re  
dance  c l ubs )  
e  .  coun t r y  c l ub  
f  .  none  o f  t he  above  
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25 .  When  you  needed  an  excuse  f o r  no t  do ing  someth ing ,  wh i ch  one  have  you  
p re fe r red  t o  g i ve?  
ano the r  da te  
— reasonab le  i l l ness  
someth ing  e l se  
26 .  Wha t  have  you  done  (o r  wou ld  you  do )  i f  a  f e l l ow  worke r  had  pe rsona l  
hab i t s  wh i ch  you  d i s l i ked?  
a  .  be  f r i end l y  and  hope  he  wou ld  improve  
b  .  ask  h im  d i rec t l y  t o  s top ,  i f  he  was  annoy ing  me  
c  .  t r y  to  he lp  h im  t o  improve  h i s  bad  hab i t s  by  po in t i ng  them ou t  
t o  h im  
d  .  igno re  h im  and  h i s  hab i t s  as  much  as  poss ib le  
e  .  t r y  t o  ge t  one  o f  us  t r ans fe r red  
27 .  Wha t  has  you r  expe r i ence  w i t h  peop le  been?  I  have  found  t ha t :  
a  .  the re  i s  a  l o t  o f  good  i n  a l l  peop le  
b  .  the re  i s  some good  i n  a lmos t  eve ryone  
c  .  peop le  a re  abou t  as  good  as  t hey  have  t o  be  
d  .  a  su rp r i s i ng l y  l a rge  number  o f  peop le  a re  mean  and  d i shones t  
e  .  a lmos t  a l l  peop le  a re  j us t  no  good  
28 .  How do  you  f ee l  abou t  you r  se l f - con f i dence?  
a  .  I  am ve ry  con f i den t  o f  myse l f  i n  any  phase  o f  ac t i v i t y  
b  .  I  am qu i t e  con f i den t  o f  myse l f  i n  mos t  phases  o f  ac t i v i t y  
c  .  I  have  qu i t e  a  b i t  o f  se l f - con f i dence  abou t  my  i n te l l ec tua l  ab i l i t y ,  
bu t  I  am no t  as  se l f - con f i den t  abou t  my  soc ia l  ab i l i t i es  
d  .  !  have  qu i t e  a  b i t  o f  se l f - con f i dence  abou t  my  soc ia l  ab i l i t y ,  
bu t  I  am no t  as  se l f - con f i den t  abou t  my  i n te l l ec tua l  ab i l i t y  
e .  I  lack  some se l f - con f i dence  i n  bo th  i n te l l ec tua l  and  soc ia l  ac t i v i t i es  
29 .  Look ing  back  on  you r  ch i l dhood ,  wha t  a rea  wou ld  you  say  gave  you  you r  
g rea tes t  ove r -a l l  d i s t ress?  
a .  phys i ca l  i l l ness  
t he  f ee l i ng  o f  no t  be ing  wan ted  by  ua ren t s  o r  pa i ' en t  
c  .  the  f ee l i ng  o f  no t  be ing  wan ted  by  schoo lma tes  
d  .  the  f ee l i ng  o f  no t  be ing  wan ted  by  t eache rs  
e  .  fa i l u re  i n  some ac t i v i t y  o r  t h i ng  you  espec ia l l y  wan ted  t o  
S i i r r eed  i n  
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30 .  How do  you  f ee l  abou t  t he  b reaks  you ' ve  had  i n  l i f e?  
a  .  I  have  had  no th ing  bu t  bad  b reaks  
b  .  I  have  had  abou t  an  even  sha re  o f  l uck  
c  .  I  have  had  more  t han  my  sha re  o f  bad  b reaks  
d  .  I  have  had  more  good  b reaks  than  bad  ones  
e  .  luck  has  been  my  way  p rac t i ca l l y  a l l  t he  t ime  
31 .  I n  t he  o rgan i za t i ons  t o  wh ich  you  be long ,  wh i ch  o f  t he  f o l l ow ing  bes t  
desc r i bes  you r  gene ra l  pa r t i c i pa t i on?  
a  .  do  no t  be long  t o  any  o rgan i za t i ons  
b  .  am no t  ve ry  ac t i ve  
c  .  am a  re l i ab le  member ,  bu t  do  no t  w i sh  t o  ho ld  a  pos i t i on  o f  
impor tance  
d  .  wou ld  l i ke  to  ho ld  an  o f f i ce ,  bu t  have  neve r  had  one  
e  .  have  he ld  a t  l eas t  one  impor tan t  o f f i ce  
f  .  have  he ld  seve ra l  impo r tan t  o f f i ces  
32 .  Wha t  do  you  do ,  o r  wou ld  you  usua l l y  do ,  i f  a  member  o f  t he  boa rd  made  
a  sa rcas t i c  remark  abou t  you  unde r  t he  gu i se  o f  humor?  
a  .  mumb le  unde r  you r  b rea th  t o  someone  e l se  
b  .  make  a  "humorous "  r ep l y  i n  re tu rn  
c  .  make  a  se r i ous  rep l y  
d .  pay  no  a t t en t i on  t o  i t  
e  .  _wa i t  f o r  a  l a te r  chance  t o  rep l y  
33 .  When  a  man  reaches  age  65 ,  shou ld  he ;  
a  .  re t i r e  and  en joy  l i f e  
b  .  con t i nue  work ing ,  s tay  ac t i ve  
c „  con t i nue  work ing  on l y  i f  he  can ' t  a f f o rd  t o  re t i r e  
d .  r e t i r e  on l y  i f  hea l t h  i s  poo r  
3^ .  How o f t en  do  you  f i nd  tha t  you r  f i r s t  impress ion  o f  a  pe rson  i s  t he  
r i gh t  one?  
a  o a lways  
o f t en  
c  .  occas  i  ona  1  1  y  
d  c  r a  re  ]  y  
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3 5 .  H o w  w e l l  d o  y o u  l i k e  t o  b e  w i t h  p e o p l e  i n  a  s o c i a l  s e t t i n g ?  
a  .  e n j o y  b e i n g  w i t h  p e o p l e  v e r y  m u c h ;  v e r y  r a r e l y  l i k e  t o  b e  b y  
m y s e l  f  
b  .  u s u a l l y  e n j o y  b e i n g  w i t h  o t h e r  p e o p l e ;  p r e f e r  t o  b e  b y  m y s e l f  o n l y  
o c c a s  i o n a l 1  y  
c .  l i k e  b e i n g  w i t h  o t h e r  p e o p l e  s o m e t i m e s ,  a n d  a t  o t h e r  t i m e s  l i k e  
b e i n g  b y  m y s e l f  
d  .  p r e f e r  b e i n g  b y  m y s e l f  a n d  o n l y  o c c a s i o n a l l y  d o  I  l i k e  t o  b e  w i t h  
o t h e r  p e o p l e  
3 6 .  W h i c h  o n e  o f  t h e  f o l l o w i n g  j o b  a s p e c t s  h a v e  y o u  d i s l i k e d  m o s t  a b o u t  a n y  
j o b  y o u  h a v e  e v e r  h e l d ?  
a  .  c o u l d n ' t  p l a n  f u t u r e  a r o u n d  j o b  
b  .  c o u l d n ' t  u s e  i n i t i a t i v e  
c  .  n o  e n c o u r a g e m e n t  t o  p u t  f o r t h  g r e a t e r  e f f o r t  
d  .  m a n y  d a y s  s p e n t  a w a y  f r o m  f a m i l y  
e  .  p l a c e d  t o o  m u c h  o n  m y  o w n  
3 7 .  W h i c h  o n e  o f  t h e  f o l l o w i n g  h a s  b o t h e r e d  y o u  t h e  m o s t  a b o u t  t h e  w a y  y o u  
h a v e  b e e n  t r e a t e d  o n  a n y  j o b s  y o u  h a v e  h e l d ?  
a «  t o o  m a n y  i n t e r f e r e n c e s  f r o m  h i g h e r - u p s  
b  .  t o o  m a n y  d e t a i l s  t h a t  t u r n  m e  i n t o  a  " h i g h - p r i c e d  o f f i c e  b o y "  
c  .  n o t  e n o u g h  o p p o r t u n i t y  t o  u s e  m y  o w n  j u d g m e n t  
d  .  l a c k  o f  s u f f i c i e n t  i n f o r m a t i o n  p r o v i d e d  u p o n  w h i c h  t o  b a s e  m y  
d e c ! 3  i o n s  
e  .  i n s u f f i c i e n t l y  d e f i n e d  a r e a s  o f  a u t h o r i t y  
3 8 .  I n  w h i c h  o n e  o f  t h e  f o l l o w i n g  w a y s  h a v e  y o u  m o s t  d e s i r e d  g r e a t e r  o p p o r t u n i  
i n  j o b s  w h i c h  y o u  h a v e  h e l d  i n  t h e  p a s t ?  
a  .  u s e  o f  m y  i m a g i n a t i o n  
b  .  e x e r c i s e  o f  m y  a d m i n i s t r a t i v e  a b i l i t y  
c  .  f r e e d o m  t o  a o  t h e  j o b  a s  i t  s h o u l d  b e  d o n e  
d  .  r e l a x  n o w  a n d  t h e n  
e  .  e x e r c i s e  o f  m y  i n i t i a t i v e  
3 9 .  W h i c h  o n e  o f  t h e  f o l l o w i n g  q u a l i f i c a t i o n s  w a s  m o s L  i m p o r t a n t  t o  t h e  s u c c è s  
o f  t h e  b e s t  m a n a g e r  y o u  h a v e  e v e r  k n o w n ?  
a  .  a b i l i t y  t o  d e a l  e f f e c t i v e l y  w i t h  p e o p l e  
b  .  a b i l i t y  t o  k e e p  t h e  p r e s s u r e  o n  u n t i l  t h e  j o b  i s  d o n e  
c  .  k n o w l e d g e  o f  t h e  t e c h n i c a l  a s p e c t s  o f  a d m i n i s t r a t i o n  
d  .  a b i l i t y  t o  s i z e  u p  a  s i t u a t i o n  a n d  a c t  a m n r d i n g l y  
e  .  t e c h n i c a l  k n o w l e d g e  o f  l i n e s  h e  h a n d l e s  
f  .  n o n e  o f  t h e  a b o v e  
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4 0 .  W h i c h  o n e  o f  t h e  f o l l o w i n g  q u a l i f i c a t i o n s  w a s  l e a s t  i m p o r t a n t  t o  t h e  s u c c e s s  
o f  t h e  b e s t  m a n a g e r  y o u  h a v e  e v e r  k n o w n ?  
a  .  a b i l i t y  t o  d e a l  e f f e c t i v e l y  w i t h  p e o p l e  
b  .  a b i l i t y  t o  k e e p  t h e  p r e s s u r e  o n  u n t i l  t h e  j o b  i s  d o n e  
c  .  k n o w l e d g e  o f  t h e  t e c h n i c a l  a s p e c t s  o f  a d m i n i s t r a t i o n  
d  .  a b i l i t y  t o  s i z e  u p  a  s i t u a t i o n  a n d  a c t  a c c o r d i n g l y  
e  .  t e c h n i c a l  k n o w l e d g e  o f  l i n e s  h e  h a n d l e s  
f  .  n o n e  o f  t h e  a b o v e  
4 1 .  I f  y o u  h a v e  a  d i f f i c u l t  d e c i s i o n  t o  m a k e  w h a t  d o  y o u  u s u a l l y  d o ?  
a  .  m a k e  i t  j u s t  a s  s o o n  a s  t h e  e v i d e n c e  h a s  b e e n  w e i g h e d  
b  .  w e i g h  t h e  e v i d e n c e  a n d  a l l o w  t i m e  f o r  r e c o n s i d e r a t i o n  
hi. W h i c h  o f  t h e  f o l l o w i n g  w o u l d  y o u  c o n s i d e r  t o  b e  m o s t  n e a r l y  t h e  i d e a l  
w o r k  s  i  t u a t  i o n ?  
a  .  w o r k i n g  w i t h  a  l a r g e  g r o u p  ( o v e r  1 0 )  
b  .  w o r k i n g  w i t h  a  s m a l l  g r o u p  ( l e s s  t h a n  1 0 )  
c  .  w o r k i n g  c l o s e l y  w i t h  o n e  o t h e r  p e r s o n  
d  .  w o r k i n g  b y  m y s e l f  
4 3 .  O n  t h e  j o b s  y o u  h a v e  h e l d ,  w h i c h  o n e  o f  t h e  f o l l o w i n g  h a s  b e e n  t h e  m o s t  
f r e q u e n t  s o u r c e  o f  p r o b l e m s ?  
a  .  b l o w i n g  m y  t o p  w h e n  u n d e r  p r e s s u r e  
b  .  p u s h i n g  m y  i d e a s  t o o  f a s t  
c  .  r e p r i m a n d i n g  o t h e r s  t o o  m u c h  f o r  m i n o r  e r r o r s  
d a  n o t  f o l l o w i n g  t h r o u g h  o n  m y  w o r k  
e .  r e l y i n g  t o o  m u c h  o n  o t h e r s  t o  d o  d e t a i l s  
4 4 .  G e n e r a l l y ,  i n  y o u r  w o r k  a s s i g n m e n t s  w o u l d  y o u  p r e f e r :  
a  .  t o  w o r k  o n  o n e  t h i n g  a t  a  t i m e  
b  .  t o  w o r k  o n  a  c o u p l e  o f  t h i n g s  a t  a  t i m e  
c  .  t o  w o r k  o n  m a n y  t h i n g s  s i m u l t a n e o u s l y  
4 5 .  W h i c h  o f  t h e  f o l l o w i n g  a c t i v i t i e s  g a v e  y o u  t h e  g r e a t e s t  p l e a s u r e  w l i i l e  i n  
h i g h  s c h o o l ?  
a  ,  p a r t i c i p a t i o n  i n  o r g a n i z e d  h i g h  s c h o o l  s p o r t s  e v e n t s  
b  .  s o c i a l  i n t e r a c t i o n  w i t h  o t h e r  s t u d e n t s  ( d a n c i n g ,  d a t i n g ,  e t c . )  
c  ,  p a r t i c i p a t i o n  i n  o r g a n i z e d  s c h o o l  a c t i v i t i e s  i n c l u d i n g  p l a y s ,  b a n d ,  
a n d  s t u d e n t  g o v e r n m e n t  
d  .  a c h i e v i n g  a c a d e m i c  s u c c e s s  
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4 6 .  H o w  g r e a t l y  d i s t u r b e d  a r e  y o u  i f  s o m e t h i n g  i s  l e f t  u n f i n i s h e d ?  
a . _ _  _  s  1  i g h t  î y  
b  .  m o d e r a t e l y  
c  .  c o n s  i  d e r a b l y  
d  .  h i g h l y  
4 7 .  W h e n  y o u  m a k e  a  w r o n g  c h o i c e  r e g a r d i n g  a  d i f f i c u l t  d e c i s i o n ,  d o  y o u :  
a  .  f o r g e t  i t  
b  .  m a k e  a n  e f f o r t  t o  f o r g e t  i t  b u t  i t  k e e p s  p o p p i n g  u p  i n  m y  m i n d  
c  .  m a k e  n o  e f f o r t  t o  f o r g e t  i t  
4 8 .  H o w  o f t e n  d o  y o u  f e e l  d i s s a t i s f i e d  w i t h  y o u r s e l f ?  
a .  f  r e q u e n t  1  y  
b  »  _ o c c a s  i  o n a  1 1  y  
c  .  r a r e l y  
d  .  h a r d l y  e v e r  
4 9 .  I n  h o w  m a n y  d i f f e r e n t  c i t i e s ,  t o w n s ,  o r  t o w n s h i p s  h a v e  y o u  l i v e d ?  
a  .  I  t o  3  
b .  4  t o  6  
c  .  7  t o  9  
d  .  1 0  t o  1 2  
e  .  1 3  o r  m o r e  
5 0 .  I n  e v a l u a t i n g  y o u r  e m p l o y e e s ,  w h i c h  t r a i t  d o  y o u  d i s a p p r o v e  o f  m o s t ?  
a  .  l a z i n e s s  o r  i n d i f f e r e n c e  
b  .  l a c k  o f  i m a g i n a t i o n  
c  .  ' ' a p p l e  p o l i s h i n g "  
d  .  s l o p p i n e s s  i n  w o r k  
e  .  s o m e t h i n g  e l s e  
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W h y  T h e s e  S t a t e m e n t s  
T h i s  s e c t i o n  c o n t a i n s  a  s e r i e s  o f  s t a t e m e n t s .  T h e s e  s t a t e m e n t s  c o m e  f r o m  
a  s t a n d a r d i z e d  q u e s t i o n n a i r e  w h i c h  h a s  b e e n  g i v e n  t o  p e r s o n s  f r o m  m a n y  d i f f e r e n t  
" w a l k s  o f  l i f e " .  S o m e  o f  t h e  i t e m s  m a y  n o t  a p p e a r  t o  a p p l y  t o  y o u  o r  m a y  s e e m  s t r a n g e .  
H o w e v e r ,  i n  p r e v i o u s  r e s e a r c h  s t u d i e s  t h e  c o m p l e t e  l i s t  o f  s t a t e m e n t s  h a v e  p r o v e n  t o  
b e  u s e f u l .  B e c a u s e  t h e s e  s t a t e m e n t s  h a v e  n o t  b e e n  u s e d  w i t h  m a n a g e r s  o f  r e t a i l  f a r m  
s u p p l y  b u s i n e s s e s  i n  t h e  p r e v i o u s  r e s e a r c h  s t u d i e s ,  w e  w o u l d  a p p r e c i a t e  y o u r  r e s p o n s e  
t o  e a c h  o f  t h e  f o l l o w i n g  s t a t e m e n t s .  T h e  s t a t e m e n t s  a r e  n o t  u s e d  s e p a r a t e l y ,  b u t  
s e v e r a l  s t a t e m e n t s  a r e  a d d e d  t o g e t h e r  f o r  o n e  s c o r e .  I f  y o u  f e e l  t h a t  s o m e  o f  t h e  
q u e s t i o n s  a r e  t o o  p e r s o n a l  t o  a n s w e r ,  p l e a s e  s k i p  t h o s e  q u e s t i o n s  a n d  g o  o n  t o  t h e  
r e s t  o f  t h e  q u e s t i o n s  i n  t h i s  s e c t i o n .  C o n s i d e r i n g  c h a t  y o u r  r e s p o n s e s  w i l l  b e  h e l d  
i n  s t r i c t  c o n f i d e n c e  a n d  o n l y  t o t a l s  a n d  a v e r a g e s  w i l l  b e  c o m p u t e d ,  w e  h o p e  t h a t  y o u  
w i l l  n o t  f i n d  i t  t o  d i f f i c u l t  t o  r e s p o n d  t o  a l l  o r  n e a r l y  a l l  o f  t h e  s t a t e m e n t s .  
I n s t r u c t i o n s  
R e a d  e a c h  s t a t e m e n t ,  d e c i d e  h o w  y o u  f e e l  a b o u t  i t  a n d  t h e n  m a r k  y o u r  a n s w e r  b y  
c i r c l i n g  e i t h e r  t h e  " T "  o r  " F "  f o l l o w i n g  t h e  s t a t e m e n t .  I f  y o u  a g r e e  w i t h  a  s t a t e m e n t ,  
o r  f e e !  t h a t  i t  i s  t r u e  a b o u t  y o u ,  a n s w e r  T R U E .  I f  y o u  d i s a g r e e  w i t h  a  s t a t e m e n t ,  
o r  f e e l  t h a t  i t  i s  n o t  t r u e  a b o u t  y o u ,  a n s w e r  F A L S E .  
T r u e  F a l s e  
I .  T h e  O n l y  i n t e i e s t i n g  p a r t  o f  t h e  n e w s p a p e r  i s  t h e  
" f u n n i e s " .  T  F  
2 .  I  l o o k e d  u p  t o  m y  f a t h e r  a s  a n  i d e a l  m a n .  
3 .  O u r  t h i n k i n g  w o u l d  b e  a  l o t  b e t t e r  o f f  i f  w e  w o u l d  j u s t  
f o r g e t  a b o u t  w o r d s  l i k e  " p r o b a b l y " ,  " a p p r o x i m a t e l y " ,  a n d  
" p e r h a p s " .  
4 .  I  h a v e  a  v e r y  s t r o n g  d e s i r e  t o  b e  a  s u c c e s s  i n  t h e  w o r l d .  
5 .  I  l i k e d  " A l i c e  i n  W o n d e r l a n d "  b y  L e w i s  C a r r o l l .  
6 .  I  u s u a l l y  g o  t o  t h e  m o v i e s  m o r e  t h a n  o n c e  a  w e e k .  
7 .  I  h a v e  h a d  v e r y  p e c u l i a r  a n d  s t r a n g e  e x p e r i e n c e s .  
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8 .  I  a m  o f t e n  s a i d  t o  b e  h o t h e a d e d ,  T  F  
9 .  I  g o s s i p  a  l i t t l e  a t  t i m e s .  T  F  
1 0 .  I  d o u b t  w h e t h e r  1  w o u l d  m a k e  a  g o o d  l e a d e r .  T  F  
1 1 .  W h e n  I  w a s  g o i n g  t o  s c h o o l  I  p l a y e d  h o o k y  q u i t e  o f t e n ,  T  F  
1 2 .  I  h a v e  v e r y  f e w  f e a r s  c o m p a r e d  t o  m y  f r i e n d s .  T  F  
1 3 .  F o r  m o s t  q u e s t i o n s  t h e r e  i s  j u s t  o n e  r i g h t  a n s w e r ,  o n c e  
a  p e r s o n  i s  a b l e  t o  g e t  a l l  t h e  f a c t s .  T  F  
1 4 .  I  t h i n k  I  w o u l d  l i k e  t h e  w o r k  o f  a  s c h o o l  t e a c h e r .  T  F  
1 5 .  W h e n  s o m e o n e  d o e s  m e  a  w r o n g  1  f e e l  |  s h o u l d  p a y  h i m  b a c k  
i f  I  c a n ,  j u s t  f o r  t h e  p r i n c i p l e  o f  t h e  t h i n g .  T  F  
1 6 .  i  b C e m  t o  b e  a b o u t  a s  c a p a b l e  a n d  s m a r t  a s  m o s t  o t h e r s  
a r o u n d  m e .  T  F  
1 7 .  I  u s u a l l y  t a k e  a n  a c t i v e  p a r t  i n  t h e  e n t e r t a i n m e n t  a t  
p a r t i  e s .  
1 8 .  I  t h i n k  I  w o u l d  e n j o y  h a v i n g  a u t h o r i t y  o v e r  o t h e r  p e o p l e .  
I S -  I  f i n d  i t  h a r d  t o  k e e p  m y  m i n d  o n  a  t a s k  o r  j o b .  
2 0 ,  !  h a v e  s o m e t i m e s  s t a y e d  a w a y  f r o m  a n o t h e r  p e r s o n  b e c a u s e  I  
f e a r e d  d o i n g  o r  s a y i n g  s o m e t h i n g  t h a t  I  m i g h t  r e g r e t  a f t e r w a r d s .  T  
2 1 ,  T h e  t r o u b l e  w i t h  m a n y  p e o p l e  i s  t h a t  t h e y  d o n ' t  t a k e  
t h i n g s  s e r i o u s l y  e n o u g h .  
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2 2 .  I t  i s  a l w a y s  a  g o o d  t h i n g  t o  b e  f r a n k .  
2 3 .  A  w i n d s t o r m  t e r r i f i e s  m e ,  
2 4 .  1  o f t e n  f e e l  a s  i f  t h e  w o r l d  w a s  j u s t  p a s s i n g  m e  b y .  
25 .  P e o p l e  o f t e n  e x p e c t  t o o  m u c h  o f  m e .  
26 .  W h e n  i n  a  g r o u p  o f  p e o p l e  I  h a v e  t r o u b l e  t h i n k i n g  o f  
t h e  r i g h t  t h i n g s  t o  t a l k  a b o u t .  
27 .  S c h o o l  t e a c h e r s  c o m p l a i n  a  l o t  a b o u t  t h e i r  p a y ,  b u t  i t  
s e e m s  t o  b e  t h a t  t h e y  g e t  a s  m u c h  a s  t h e y  d e s e r v e .  
28 .  I t  i s  a n n o y i n g  t o  l i s t e n  t o  a  l e c t u r e r  w h o  c a n n o t  s e e m  t o  
m a k e  u p  h i s  m i n d  a s  t o  w h a t  h e  r e a l l y  b e l i e v e s .  
7 . 9 .  I  d o n ' t  b l a m e  a n y o n e  f o r  t r y i n g  t o  g r a b  a l l  h e  c a n  g e t  i n  
t h  i  s  w o r 1 d .  
30 .  P l a n n i n g  o n e ' s  a c t i v i t i e b  i n  d u v a r i c e  i s  v e r y  l i k e l y  t o  
t a k e  m o s t  o f  t h e  f u n  o u t  o f  l i f e .  
3 1 .  i  w a s  a  s l o w  l e a r n e r  i n  s c h o o l  
3 2 .  i  l i k e  p o e t r y .  
3 3 .  T h e r e  i s  s o m e t h i n g  w r o n g  w i t h  a  p e r s o n  w h o  c a n ' t  t a k e  
o r d e r s  w i t h o u t  g e t t i n g  a n g r y  o r  r e s e n t f u l .  
3 4 .  S o m e t i m e s  w i t h o u t  a n y  r e a s o n  o r  e v e n  w h e n  t h i n g s  a r e  g o i n g  
w r o n g  1  f e e l  e x c i t e d l y  h a p p y ,  " o n  t o p  o f  t h e  w o r l d " .  
Sect ion  4 .  page 3  
T rue  Fa lse  
3 5 .  I  w a k e  u p  f r e s h  a n d  r e s t e d  m o s t  m o r n i n g s .  
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3 6 .  M o s t  p e o p l e  m a k e  f r i e n d s  b e c a u s e  f r i e n d s  a r e  l i k e l y  t o  b e  
u s e f u l  t o  t h e m .  
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3 7 .  I t  i s  a l l  r i g h t  t o  g e t  a r o u n d  t h e  l a w  i f  y o u  d o n ' t  a c t u a l l y  
b r e a k  i t .  
38 .  P a r e n t s  a r e  m u c h  t o o  e a s y  o n  t h e i r  c h i l d r e n  n o w a d a y s .  
3 9 .  1  h a v e  a  t e n d a n c y  t o  g i v e  u p  e a s i l y  w h e n  I  m e e t  d i f f i c u l t  
p r o b l e m s .  
4 0 .  I  c e r t a i n l y  f e e l  u s e l e s s  a t  t i m e s .  
4 l ,  I  r e a d  a t  l e a s t  t e n  b o o k s  a  y e a r .  
4 2 .  I  h a v e  t h e  w a n d e r l u s t  a n d  a m  n e v e r  h a p p y  u n l e s s  I  :  a m . ,  
r o a m i n g  o r  t r a v e l i n g  a b o u t .  
4 3 .  I  a m  s o m e t i m e s  c r o s s  a n d  g r o u c h y  w i t h o u t  a n y  g o o d  r e a s o n .  
4 4 .  E v e r y  c i t i z e n  s h o u l d  t a k e  t h e  t i m e  t o  f i n d  o u t  a b o u t  
n a t i o n a l  a f f a i r s ,  e v e n  i f  i t  m e a n s  g i v i n g  u p  s o m e  
p e r s o n a l  p l e a s u r e s .  
4 5 .  M y  p a r e n t s  h a v e  o f t e n  d i s a p p r o v e d  o f  m y  f r i e n d s .  
4 6 .  I  s h o u l d  l i k e  t o  b e l o n g  t o  s e v e r a l  c l u b s  o r  l o d g e s .  
4 7 .  T e a c h e r s  o f t e n  e x p e c t  t o o  m u c h  w o r k  f r o m  t h e  s t u d e n t s .  
4 8 .  M y  w a y  o f  d o i n g  t h i n g s  i s  a p t  t o  b e  m i s u n d e r s t o o d  b y  
o t h e r s .  
4 9 .  !  h a v e  h a d  b l a n k  s p e l l s  i n  w h i c h  m y  a c t i v i t i e s  w e r e  
i n t e r r u p t e d  a n d  1  d i d  n o t  k n o w  w h a t  w a s  g o i n g  o n  a r o u n d  m e .  
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5 1 .  W h e n  I  w o r k  o n  a  c o m m i t t e e  I  l i k e  t o  t a k e  c h a r g e  o f  
t h i n g s .  
5 2 .  1  h a v e  h a d  m o r e  t h a n  m y  s h a r e  o f  t h i n g s  t o  w o r r y  a b o u t .  
5 3 -  I  a m  q u i t e  o f t e n  n o t  i n  o n  t h e  g o s s i p  a n d  t a l k  o f  t h e  
g r o u p  I  b e l o n g  t o .  
5 4 .  I  l i k e  t o  k e e p  p e o p l e  g u e s s i n g  w h a t  I  a m  g o i n g  t o  d o  n e x t .  
5 5 .  I  t h i n k  1  w o u l d  l i k e  t o  f i g h t  i n  a  b o x i n g  m a t c h  s o m e t i m e .  
56 .  I n  a  g r o u p  o f  p e o p l e  j  w o u l d  n o t  b e  e m b a r r a s s e d  t o  b e  
c a l l e d  u p o n  t o  s t a r t  a  d i s c u s s i o n  o r  g i v e  a n  o p i n i o n  a b o u t  
s o m e t h i n g  I  k n o w  w e l l .  
57 .  I f  g i v e n  t h e  c h a n c e  |  w o u l d  m a k e  a  g o o d  l e a d e r  o f  p e o p l e .  
58 .  I  l i k e  t o  p i a n  a  h o m e  s t u d y  s c h e d u l e  a n d  t h e n  f o l l o w  i t .  
5 9 .  1  e n j o y  a  r a c e  o r  g a m e  b e t t e r  w h e n  1  b e t  o n  i t .  
60 .  I  h a v e  o f t e n  f o u n d  p e o p l e  j e a l o u s  o f  m y  g o o d  i d e a s ,  j u s t  
b e c a u s e  t h e y  h a d  n o t  t h o u g h t  o f  t h e m  f i r s t .  
6 1 .  S o m e t i m e s  a t  e l e c t i o n s  I  v o t e  f o r  m e n  a b o u t  w h o m  I  k n o w  
v e r y  l i t t l e .  
62 .  i  v e r y  m u c h  l i k e  h u n t i n g .  
63 .  I n  s c h o o l  I  w a s  s o m e t i m e s  s e n t  t o  t h e  p r i n c i p a l  f o r  
c u t t i n g  i p .  
6 4 .  P e o p l e  p r e t e n d  t o  c a r e  m o r e  a b o u t  o n e  a n o t h e r  t h a n  t h e y  
r e a l  1  y  d o .  
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6 5 .  I  l i k e  L o  r e a d  a b o u t  h i s t o r y .  
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T F  
6 6 .  A  p e r s o n  d o e s  n o t  n e e d  t o  w o r r y  a b o u t  o t h e r  p e o p l e  i f  
o n l y  h e  l o o k s  a f t e r  h i m s e l f .  
67 .  I  c a n  h o n e s t l y  s a y  t h a t  I  d o  n o t  r e a l l y  m i n d  p a y i n g  m y  
t a x e s  b e c a u s e  I  f e e l  t h a t  i s  o n e  o f  t h e  t h i n g s  I  c a n  d o  
f o r  w h a t  1  g e t  f r o m  t h e  c o m m u n i t y .  
6 8 .  1  a m  s o  t o u c h y  o n  s o m e  s u b j e c t s  t h a t  1  c a n ' t  t a l k  a b o u t  
t h e m .  
69 .  T h e  f u t u r e  i s  t o o  u n c e r t a i n  f o r  a  p e r s o n  t o  m a k e  s e r i o u s  
p l a n s .  
70 .  !  l i k e  t o  t a l k  b e f o r e  g r o u p s  o f  p e o p l e .  
7 1 .  T h e  m a n  w h o  p r o v i d e s  t e m p t a t i o n  b y  l e a v i n g  v a l u a b l e  p r o ­
p e r t y  u n p r o t e c t e d  i s  a b o u t  a s  m u c h  t o  b l a m e  f o r  i t s  t h e f t  
a s  t h e  o n e  w h o  s t e a l s  i t .  
7 2 .  I  a m  o f t e n  b o t h e r e d  b y  u s e l e s s  t h o u g h t s  w h i c h  k e e p  r u n n i n g  
L I  I  rough  my  m ind .  
7 3 .  I  l i k e  t o  p l a n  o u t  m y  a c t i v i t i e s  i n  a d v a n c e .  
7 4 .  I  m u s t  a d m i t  I  f i n d  i t  v e r y  h a r d  t o  w o r k  u n d e r  s t r i c t  r u l e s  
a n d  r e g u l a t i o n s .  
7 5 .  I  l i k e  l a r g e ,  n o i s y  p a r t i e s .  
76 .  1  s o m e t i m e s  f e e l  t h a t  I  a m  a  b u r d e n  t o  o t h e r s .  
7 7 .  W h e n  p r i c e s  a r e  h i y h  y o u  c a n ' L  b l a m e  a  p e r s o n  f o r  g e l l i n g  
a l l  h e  c a n  w h i l e  t h e  g e t t i n g  i s  g o o d .  
-7O /  ^  .  Gn iy  a  fOw!  WuU 1  d  L I  y  LO c l i c J i i ye  uu r  A inc r i cdn  vvc i y  uT  l i f e .  
7 9 .  
80.  
8 1  .  
8 2 .  
83.  
84 .  
8 5 .  
86, 
87 
88 
89 
9 0  
9 1  
9 2  
9 3  
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I n  schoo l  1  f ound  i t  ve ry  ha rd  t o  t a l k  be fo re  the  c l ass .  T  F  
I  a lways  t r y  t o  do  a t  l eas t  a  l i t t l e  be t te r  t han  wha t  i s  
expec ted  o f  me .  T  F  
Lawbreake rs  a re  a lmos t  a lways  caugh t  and  pun i shed .  T  F  
I  wou ld  be  ve ry  unhappy  i f  I  was  no t  success fu l  a t  
some th ing  1 had  se r i ous l y  s ta r ted  t o  do .  T  F  
S d read  t he  though t  o f  an  ea r thquake . .  T  F  
I  am a  be t t e r  t a l ke r  t han  a  l i s t ene r .  T  F  
1  l i ke  sc ience .  T  F  
I  o f t en  l ose  my  t emper .  t  F 
My  pa ren ts  were  a lways  ve ry  s t r i c t  and  s te rn  w i t h  me .  T  F  
1 am bo the red  by  peop le  ou ts ide ,  on  s t ree tca rs ,  i n  
s to res ,  e t c . ,  wa tch ing  me .  T  F  
1  o f t en  ge t  d i sgus ted  w i t h  myse l f .  T  F  
Soc ie t y  owes  a  l o t  more  t o  t he  bus inessmen  and  t he  manu­
f ac tu re r  than  i t  does  t o  the  a r t i s t  and  t he  p ro fesso r .  T  F  
!  l i ke  to  read  abou t  sc ience ,  T  F  
I  have  neve r  been  i n  t r oub le  because  o f  my  sex  behav io r .  T  F  
i  th ink  1 wou ld  l i ke  to  be long  t o  o  mo to rcyc le  c l ub .  T  
1 used  t o  l i ke  i t  ve ry  much  when  one  o f  my  pape rs  was  
read  ro  the  c i ab i .  i n  su l i oo l  .  ^  
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9 5 -  1  f e e l  t h a t  I  h a v e  o f t e n  b e e n  p u n i s h e d  w i t h o u t  c a u s e .  
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T  F  
9 6 .  I  w o u l d  b e  w i l l i n g  t o  g i v e  m o n e y  m y s e l f  i n  o r d e r  t o  r i g h t  a  
w r o n g ,  e v e n  t h o u g h  1  w a s  n o t  m i x e d  u p  i n  i t  i n  t h e  f i r s t  
p 1  a c e .  
97.  1  o f t e n  g e t  f e e l i n g s  l i k e  c r a w l i n g ,  b u r n i n g ,  t i n g l i n g ,  o r  
" g o i n g  t o  s l e e p "  i n  d i f f e r e n t  p a r t s  o f  m y  b o d y .  
98 .  1  d o n ' t  s e e m  t o  c a r e  w h a t  h a p p e n s  t o  m e .  
9 9 .  W e  s h o u l d  c u t  down o n  o u r  u s e  o f  o i l ,  i f  n e c e s s a r y ,  s o  
t h a t  t h e r e  w i l l  b e  p l e n t y  l e f t  f o r  t h e  p e o p l e  f i f t y  o r  a  
h u n d r e d  y e a r s  f r o m  n o w .  
1 0 0 .  W h e n  t h e  c o m m u n i t y  m a k e s  a  d e c i s i o n ,  i t  i s  u p  t o  a  p e r s o n  
t o  h e l p  c a r r y  i t  o u t  e v e n  i f  h e  h a d  b e e n  a g a i n s t  i t .  
1 0 1 .  !  w o u l d  r a t h e r  h a v e  p e o p l e  d i s l i k e  m e  t h a n  l o o k  d o w n  o n  
m e .  
1 0 2 .  1  m u s t  a d m i t  1  t r y  t o  s e e  w h a t  o t h e r s  t h i n k  b e f o r e  !  t a k e  
a  s t a n d .  
1 0 3 .  P e o p l e  s h o u l d  n o t  h a v e  t o  p a y  t a x e s  f o r  t h e  s c h o o l s  i f  t h e y  
d o  n o t  h a v e  c h i l d r e n .  
1 0 4 .  I n  a  g r o u p ,  I  u s u a l l y  t a k e  t h e  r e s p o n s i b i l i t y  f o r  g e t t i n g  
p e o p l e  i n t r o d u c e d .  
1 0 5 .  1  w o u l d  b e  w i l l i n g  t o  d e s c r i b e  m y s e l f  a s  a  p r e t t y  " s t r o n g '  
p e r s o n a l i  t y .  
1 0 6 .  I  h e r e  a r e  t i m e s  w h e n  \  a c t  l i k e  a  c o w a r d ,  
107 .  I  m u s t  a d m i t  !  a m  a  p r e t t y  f a i r  t a l k e r .  
1 0 3  I  m i i c t ^  ^ r l m  i  t  I  h  n n  n r A A f  H p q i r A  t o  l e A r n  n p w  t h i n a s .  
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l o g .  I  h a v e  s t r o n g  p o l i t i c a l  o p i n i o n s .  
1 1 0 .  I  s e l d o m  w o r r y  a b o u t  m y  h e a l t h .  
1 1 1 .  I  t h i n k  I  a m  u s u a l l y  a  l e a d e r  i n  m y  g r o u p ,  
1 1 2 .  I  h a v e  n e v e r  s e e n  a  v i s i o n .  
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T  F  
T  F  
T  F  
1 1 3 .  T h e  F u t u r e  s e e m s  h o p e l e s s  t o  m e .  
1 1 4 .  I  h a v e  h a d  n o  d i f f i c u l t y  s t a r t i n g  o r  h o l d i n g  m y  u r i n e .  
1 1 5 .  I  s e e m  t o  d o  t h i n g s  t h a t  I  r e g r e t  m o r e  o f t e n  t h a n  o t h e r  
p e o p l e  d o .  
I l 6 .  D i s o b e d i e n c e  t o  a n y  g o v e r n m e n t  i s  n e v e r  j u s t i f i e d .  
1 1 7 .  I  e n j o y  p l a n n i n g  t h i n g s ,  a n d  d e c i d i n g  w h a t  e a c h  p e r s o n  
s h o u l d  d o .  
1 1 8 .  1  w o u l d  r a t h e r  n o t  h a v e  v e r y  m u c h  r e s p o n s i b i l i t y  f o r  
o t h e r  p e o p l e .  
1 1 9 .  S u c c e s s  i s  a  m a t t e r  o f  w i l l  p o w e r .  
1 2 0 .  I  u s u a l l y  h a v e  t o  s t o p  a n d  t h i n k  b e f o r e  I  a c t  e v e n  i n  
t r i f l i  n g  m a t t e r s .  
1 2 1 .  I t  i s  p r e t t y  e a s y  f o r  p e o p l e  t o  w i n  a r g u m e n t s  w i t h  m e .  
1 2 2 .  1  g e t  p r e t t y  d i s c o u r a g e d  w i t h  t h e  l a w  w h e n  a  s m a r t  l a w y e r  
q e t s  a  c r i m i n a l  f r e e .  
1 2 3 .  I  h a v e  n o t  l i v e d  t h e  r i g h t  k i n d  o f  l i f e .  
1 2 4 .  I  a m  q u i t e  a  f a s t  r e a d e r .  
1 2 5 .  I  d a y d r e a m  v e r y  l i t t l e .  
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1 2 6 .  A t  t i m e s  I  h a v e  b e e n  s o  e n t e r t a i n e d  b y  t h e  c l e v e r n e s s  o f  
a  c r o o k  t h a t  I  h a v e  h o p e d  h e  w o u l d  g e t  b y  w i t h  i t .  T  
1 2 7 .  I  h a v e  h a d  a t t a c k s  i n  w h i c h  j  c o u l d  n o t  c o n t r o l  m y  
m o v e m e n t s  o r  s p e e c h ,  b u t  i n  w h i c h  |  k n e w  w h a t  w a s  g o i n g  
o n  a r o u n d  m e .  
1 2 8 .  I  h a v e  a  n a t u r a l  t a l e n t  f o r  i n f l u e n c i n g  p e o p l e .  
1 2 9 .  I  h a v e  h a d  n o  d i f f i c u l t y  i n  s t a r t i n g  o r  h o l d i n g  m y  b o w e l  
m o v e m e n t .  
1 3 0 .  1  l i k e  t o  g i v e  o r d e r s  a n d  g e t  t h i n g s  m o v i n g .  
1 3 1 .  I  d o  n o t  r e a d  e v e r y  e d i t o r i a l  i n  t h e  n e w s p a p e r  e v e r y  d a y .  
1 3 2 .  A n y  j o b  i s  a H  r i g h t  w i t h  m e ,  s o  l o n g  a s  i t  p a y s  w e l l .  
1 3 3 .  1  a m  e m b a r r a s s e d  w i t h  p e o p l e  |  d o  n o t  k n o w  w e l l .  
1 3 4 .  ! t  o f t e n  s e e m s  t h a t  m y  l i f e  h a s  n o  m e a n i n g .  
1 3 5 .  I  f e e l  l i k e  g i v i n g  u p  q u i c k l y  w h e n  t h i n g s  g o  w r o n g .  
1 3 6 .  I f  p e o p l e  h a d  n o t  h a d  i t  i n  f o r  m e  I  w o u l d  h a v e  b e e n  
m u c h  m o r e  s u c c e s s f u l .  
1 3 7 .  T h e  o n e  t o  w h o m  I  w a s  m o s t  a t t a c h e d  a n d  w h o m  I  m o s t  
a d m i r e d  a s  a  c h i l d  w a s  a  w o m a n  ( m o t h e r ,  s i s t e r ,  a u n t ,  
o r  o t h e r  w o m a n ) .  
1 3 8 .  !  a m  n o t  a f r a i d  o f  p i c k i n g  u p  a  d i s e a s e  o r  g e r m s  f r o m  
d o o r k n o b s .  
1 3 9 .  I t  i s  m o r e  i m p o r t a n t  t h a t  a  f a t h e r  b e  k i n d  t h a n  t h a t  h e  
b e  s u c c e s s f u 1 .  
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T r u e  F a l s e  
1 4 0 .  M y  s k i n  s e e m s  t o  b e  u n u s u a l l y  s e n s i t i v e  t o  t o u c h .  T  F  
1 4 1 .  1  h a v e  o f t e n  b e e n  f r i g h t e n e d  i n  t h e  m i d d l e  o f  t h e  n i g h t .  T  F  
1 4 2 .  I  a m  n o t  t h e  t y p e  t o  b e  a  p o l i t i c a l  l e a d e r .  T  F  
1 4 3 .  P e o p l e  s e e m  n a t u r a l l y  t o  t u r n  t o  m e  w h e n  d e c i s i o n s  h a v e  
t o  b e  m a d e .  T  F  
1 4 4 .  1  g e t  s o r t  o f  a n n o y e d  w i t h  w r i t e r s  w h o  g o  o u t  o f  t h e i r  
w a y  t o  u s e  s t r a n g e  a n d  u n u s u a l  w o r d s .  T  F  
1 4 5 .  1  d i s l i k e  t o  h a v e  t o  t a l k  i n  f r o n t  o f  a  g r o u p  o f  p e o p l e .  T  F  
1 4 6 .  I  w o r k  u n d e r  a  g r e a t  d e a l  o f  t e n s i o n .  T  F  
1 4 7 .  I  h a v e  m o r e  t r o u b l e  c o n c e n t r a t i n g  t h a n  o t h e r s  s e e m  t o  
T F 
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SECTION 5  
I n s t r u c t i o n s  
a  n u m b e r  o f  s t a t e m e n t s  o n  w h i c h  p e r s o n s  h a v e  d i f f e r e n t  o p i n i o n s ,  
t o  k n o w  y o u r  p o i n t s  o f  v i e w  o n  t h e s e  s t a t e m e n t s .  T h e r e  a r e  n o  
H e r e  a r e  
W e  w o u I d  l i k e  
" r i g h t "  o i  - . . - . . J  -  - -  -  -  -  .  -  .  _ .  ^  
t h e  b e s t .  T h e  p u r p o s e  o f  t h i s  r e s e a r c h  s t u d y  w i l l  b e  s e r v e d  b e s t  i f  
c r i b e  y o u r s e l f  a n d  s t a t e  y o u r  o p i n i o n s  a s  a c c u r a t e l y  a s  p o s s i b l e .  
" w r o n g "  a n s w e r s i n  t h e  u s u a l  s e n s e  o f  a  h i g h  s c o r e  b e i n g n e c e s s a r i l y  
y o u  d e s -
c l e  
R e d d  e a c h  
t h e  " T "  i f  
s t a t e m e n t  a n d  d e c i d e  w h e t h e r  y o u  f e e l  i t  i s  _  
y o u  f e e l  i t  i s  t r u e  o r  t h e  " F "  i f  y o u  f e e l  i t  
t r u e  o r  f a l s e ,  
i s  f a l s e *  
C i r -
T h e n  a s k  y o u r s e l f  h o w  c e r t a i n  y o u  a r e  o f  t h i s  c h o i c e .  I f  y o u  a r e  v e r y  
c e r t a i n  t h a t  a  s t a t e m e n t  i s  t r u e  ( o r  f a l s e )  c i r c l e  t h e  I f  y o u  a r e  o n l y  
s l i g h t l y  c e r t a i n  t h a t  a  s t a t e m e n t  i s  t r u e  ( o r  f a l s e ) ,  c i r c l e  t h e  J _ ,  T h e  
n u m b e r s  2 ,  3 ,  o r  4  m a y  b e t t e r  d e s c r i b e  y o u r  f e e l i n g s  o f  c e r t a i n t y .  i n  t h i s  
c a s e ,  c i r c l e  t h e  a p p r o p r i a t e  n u m b e r .  
F o r  e x a m p l e ,  c o n s i d e r  t h e  s t a t e m e n t :  
I  l i k e  i  c e  c r e a m .  1 2  3  4  5  
I s  t h i s  s t a t e m e n t  
t a i n  a r e  y o u  t h a t  t h i s  
p r i a t e  n u m b e r .  
t r u e  o r  f a l s e  a b o u t  y o u  ?  C i r c l e  " T "  ( " F " ) .  
s t a t e m e n t  i s  t r u e  ( f a l s e )  a b o u t  y o u ?  C i r c l e  
H o w  c e r -
t h e  a p p r o -
O n l y  i f  y o u  a r e  c o m ; )  1  e t e  I  y  u n c e r t a i n  a b o u t  a  s t a t e m e n t '  
a b o u t  y o u r s e l f  c i r c l e  b o t h  " T "  a n d  " F " ,  b u t  d o  n o t  c i r c l e  a  
s  t r u t h  o r  f a l s i t y  
n u m b e r .  
1 ,  I  n e v e r  t h i n k  a b o u t  h o w  I  c o u l d  h e l p  m y s e l f  g e t  a h e a d .  T  j  
1 2  3  4  5  
F  
2 .  P e o p l e  w h o  l o o k  t o  t h e  f u t u r e  a r e  f o o  1  i s i i ;  i  L  i s  i n i h a i  ' " - T  1  
'  1  
h a s  a l r e a d y  b e e n  d o n e  t h a t  c o u n t s .  1 1  
F  !  
2  3  4  5  
3 .  P e o p l e  s l i o u j u  a l w a y s  t r y  t o  r a i s e  t h e  i  r  s t a n d a r d  !  i  
o f  l i v i n g .  
F | '  2  3  
4 .  5  
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4 .  A l t h o u g h  I  m a y  o f t e n  f i n d  m y s e l f  t a l k i n g  a b o u t  t h e  T  
i m p o r t a n c e  o f  o t h e r  t h i n g s ,  I  f e e l  t h a t  m o n e y  a n d  
p o s i t i o n  a r e  t h e  t w o  t h i n g s  i n  l i f e  t h a t  r e a l l y  F  
c o u n t .  
1 2 3 4 5  
5 .  I  f e e l  m o s t  a l i v e  w h e n  !  t h i n k  a h e a d  t o  a l l  t h e  
t h i n g s  I  s h a l l  b e  a b l e  t o  a c c o m p l i s h  i n  t h e  f u t u r e .  1 2 3 4 5  
6 .  W h e n  a  p e r s o n  b e t t e r s  h i m s e l f ,  h e  d o e s  n o t  n e c e s s a r i l y  T  
b e c o m e  a  b e t t e r  p e r s o n .  1 2 3 4 5  
7 .  A  c o m p a n y  t h a t  i s  a l i v e  i s  a l w a y s  t r y i n g  t o  i n c r e a s e  
i t s  p r o f i t s .  1 2 3 4 5  
8 .  I  d o  n o t  a d m i r e  p e o p l e  w h o  a r e  c o n s t a n t l y  s t r i v i n g  
f o r  t h i n g s  b e y o n d  t h e i r  r e a c h .  
T  
F  
1 2 3 4 5  
S .  I  w o u l d  f i n d  i t  h a r d  t o  f a c e  m y s e l f  i f  1  g o t  n o  s i g n  
o f  p e r s o n a l  p r o g r e s s  e a c h  y e a r .  1 2 3 4 5  
1 0 .  T h e r e  i s  n o  s u c h  t h i n g  a s  e n o u g h  m o n e y ;  n o  m a t t e r  
w h a t  a  p e r s o n  m a k e s ,  h e  s h o u l d  t r y  t o  e a r n  m o r e .  1 2 3 4 5  
1 1 .  I  d o  n o t  w e l c o m e  e v e r y  n e w  t e c h n i c a l  i n v e n t i o n  t h a t  
m a k e s  o u r  h o m e s  c o m f o r t a b l e  a n d  e f f i c i e n t .  1 2 3 4 5  
1 2 .  I t  i s  p e r f e c t l y  a l l  r i g h t  f o r  p e o p l e  t o  l i v e  f r o m  
d a y  t o  d a y  w i t h o u t  d o i n g  a n y  l o n g  r a n g e  p l a n n i n g  f o r  
t h e i r  a d v a n c e m e n t .  
T T  
1 2 3 4 5  
F  !  
1 3 .  T h e r e  i s  s o m e t h i n g  w r o n g  w i t h  a  p e r s o n  w h o  d o e s n ' t  
t a k e  a d v a n t a g e  o f  e v e r y  o p p o r t u n i t y  t o  a d v a n c e  h i m ­
s e l f .  
1 2 3 4 5  
1 4 .  W h i l e  s o m e  p e o p l e  m a y  d i s a g r e e  w i t h  m e ,  !  b e l i e v e  
t h a t  t h e r e  i s  s u c h  a  t h i n g  s s  a  g o a l  s e t  t o o  h i g h ,  1 2 3 4 5  
T  
lA 
1 5 .  I  w o u l d  s p a r e  n o  e f f o r t  t o  m o v e  a h e a d  i n  m y  l i n e  o f  
w o r k .  1 2 3 4 5  
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1 6 .  I t ' s  a l l  v e r y  w e l l  t o  p o i n t  t o  o n e ' s  p a s t  a c h i e v e -  T  
i n e n t S j ,  b u t  i f  a  m a n  i s  r e a l l y  g o o d  h e ' s  a l w a y s  l o o k ­
i n g  f o r w a r d  r a t h e r  t h a n  b a c k w a r d .  F  
1 2 3 4 5  
1 7 .  P e o p l e  s h o u l d  n o t  g e t  u s e d  t o  l i v i n g  i n  a n y  p a r t i c u l a r  T  
p l a c e  b e c a u s e  t h e y  s h o u l d  f e e l  f r e e  t o  m o v e  o n  t o  
i o b s  t h a t  o f f e r  m o r e  a d v a n c e m e n t .  F  
1 2 3 4 5  
1 8 .  1  o f t e n  t h i n k  t h e r e  a r e  l i m i t s  t o  w h a t  1  c a n  a c c o m -  T  
p l i s h  e v e n  i f  1  r e a l l y  t h r o w  m y s e l f  i n t o  a n  a c t i v i t y .  
F  
1 2 3 4 5  
1 9 .  I n s t e a d  o f  w o r k i n g  f o r  s p e c i f i c  e n d s ,  m e n  s h o u l d  T  1  
s t r i v e  t o  a t t a i n  p r o g r e s s  a n d  a d v a n c e m e n t .  j l  2 3 k 5 
F  1  
2 0 .  H a p p i n e s s  i n  r e a l  a c h i e v e m e n t  m e a n s  w o r k i n g  t o w a r d s  T  
t h e  i m p o s s i b l e .  
F  
1 2 3 4 5  
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SECTION 6  
I n s t r u c t i  o n s  
I n  t h i s  s e c t i o n  y o u  w i l l  f i n d  a  n u m b e r  o f  s t a t e m e n t s .  R e a d  e a c h  s t a t e ­
m e n t  c a r e f u l l y .  I f  t h e  s t a t e m e n t  s e e m s  t o  b e  t r u e ,  o r  i f  y o u  a g r e e  w i t h  i t ,  
c i r c l e  t h e  " Y "  f o r  y e s  f o l l o w i n g  t h e  q u e s t i o n .  I f  t h e  s t a t e m e n t  i s  m o r e  f a l s e  
t h a n  t r u e ,  o r  i f  y o u  d i s a g r e e  w i t h  i t ,  c i r c l e  " N " .  I f  y o u  c a n n o t  d e c i d e  b e ­
t w e e n  " Y e s "  a n d  " N o " ,  y o u  m a y  m a r k  a n s w e r  " ? "  B U T  A V O I D  D O I N G  T H I S  I F  P O S S I B L E .  
B e  s u r e  t o  a n s w e r  e v e r y  i t e m .  
T h e r e  a r e  n o  " r i g h t "  o r  " w r o n g "  a n s w e r s  i n  t h e  u s u a l  s e n s e  o f  a  h i g h  
s c o r e  b e i n g  n e c e s s a r i l y  t h e  b e s t .  T h e  p u r p o s e  o f  t h i s  s u r v e y  w i l l  b e  s e r v e d  
b e s t  i f  y o u  d e s c r i b e  y o u r s e l f  a n d  s t a t e  y o u r  o p i n i o n s  a s  a c c u r a t e l y  a s  p o s ­
s i b l e .  
Y o u  m a y  n o t i c e  t h a t  m a n y  i t e m s  a r e  s i m i l a r .  A c t u a l l y ,  n o  t w o  i t e m s  a r e  
e x a c t  1  y  a l i k e .  
I  t e r n s  Y e s  2 .  ^ 2  
1 .  Y o u  h a v e  m o r e  t h a n  o n c e  t a k e n  t h e  l e a d  i n  o r g a n i z i n g  
a  p r o j e c t  o r  a  y i o u p  o f  s o m e  k i n d  Y  ?  N  
2 .  W h e n  y o u  f i n d  t h a t  s o m e t h i n g  y o u  h a v e  b o u g h t  i s  d e f e c ­
t i v e ,  y o u  h e s i t a t e  t o  d e m a n d  a n  e x c h a n g e  o r  a  r e f u n d  Y  ?  N  
3 .  i n  b e i n g  t h r o w n  b y  c h a n c e  w i t h  a  s t r a n g e r ,  y o u  w a i t  
f o r  h i m  t o  i n t r o d u c e  h i m s e l f  Y  ?  N  
4 .  I f  y o u  h o l d  a n  o p i n i o n  t h a t  i s  r a d i c a l l y  d i f f e r e n t  
f r o m  t h a t  e x p r e s s e d  b y  a  l e c t u r e r ,  y o u  a r e  l i k e l y  t o  
t e l l  h i m  a b o u t  i t  e i t h e r  d u r i n g  o r  a f t e r  t h e  l e c t u r e  Y  ?  N  
5 .  Y o u  a v o i d  a r g u i n g  o v e r  a  p r i c e  w i t h  a  c l e r k  o r  s a l e s m a n  Y  ?  N  
6 .  Y o u  a r e  s a t i s f i e d  t o  l e t  s o m e o n e  e l s e  t a k e  t h e  l e a d  
i n  g r o u p  a c t i v i t i e s  Y  ?  N  
7 .  W h e n  a  p e r s o n  d o e s  n o t  p l a y  f a i r  y o u  h e s i t a t e  t o  s a y  
a n y t h i n g  a b o u t  i t  t o  h i m  Y  ?  N  
8 .  V u u  c i i j u y  a p p l y i n g  f o r  a  j o b  i r .  p e r s o n  Y  ?  N  
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9 .  T h e  t h o u g h t  o f  m a k i n g  a  s p e e c h  f r i g h t e n s  y o u  Y  ?  N  
1 0 .  Y o u  f i n d  i t  d i f f i c u l t  t o  a s k  p e o p l e  f o r  m o n e y  o r  o t h e r  
d o n a t i o n s ,  e v e n  f o r  a  c a u s e  i n  w h i c h  y o u  a r e  i n t e r e s t e d  Y  ?  N  
1 1 .  W h e n  y o u  w e r e  a  c h i l d ,  m a n y  o f  y o u r  p l a y m a t e s  n a t u r a l l y  
e x p e c t e d  y o u  t o  b e  t h e  l e a d e r  Y  ?  N  
1 2 .  W h e n  a  c l e r k  i n  a  s t o r e  w a i t s  o n  o t h e r s  w h o  s h o u l d  
c o m e  a f t e r  y o u ,  y o u  c a l l  h i s  a t t e n t i o n  t o  t h e  f a c t  Y  ?  N  
1 3 .  Y o u  h e s i t a t e  t o  w a l k  i n t o  a  m e e t i n g  w h e n  y o u  k n o w  
t h a t  e v e r y o n e ' s  e y e s  w i l l  b e  u p o n  y o u  Y  ?  N  
1 4 .  Y o u  a r e  r a t h e r  g o o d  a t  b l u f f i n g  w h e n  y o u  f i n d  
y o u r s e l f  i n  d i f f i c u l t y  Y  ?  N  
1 5 .  A t  t h e  s c e n e  o f  a n  a c c i d e n t ,  y o u  t a k e  a n  a c t i v e  
p a r t  i n  h e l p i n g  o u t  Y  ?  N  
1 6 .  Y o u  t a k e  t h e  l e a d  i n  p u t t i n g  l i f e  i n t o  a  d u l l  p a r t y  Y  ?  N  
1 7 .  W h e n  y o u  a r e  s e r v e d  s t a l e  o r  i n f e r i o r  f o o d  i n  a  
res tau ran t ,  you  sdy  noLh ing  abou t  i t  Y  ?  N  
1 8 .  W h e n  y o u  a r e  a t t r a c t e d  t o  a  p e r s o n  w h o m  y o u  h a v e  n o t  m e t ,  
y o u  m a k e  a n  a c t i v e  a t t e m p t  t o  g e t  a c q u a i n t e d  e v e n  
t h o u g h  i t  m a y  b e  q u i t e  d i f f i c u l t  Y  ?  N  
1 9 .  Y o u  s p e a k  o u t  i n  m e e t i n g s  t o  o p p o s e  t h o s e  w h o  y o u  
f e e l  s u r e  a r e  w r o n g  Y  ?  N  
2 0 .  Y o u  l i k e  t o  s e l l  t h i n g s  ( t h a t  i s ,  t o  a c t  a s  a  s a l e s ­
m a n )  Y  ?  N  
2 1 .  Y o u  w o u l d  r a t h e r  w o r k  f o r  a  g o o d  b o s s  t h a n  f o r  y o u r ­
s e l f  Y  ?  N  
2 2 .  Y o u  f i n d  i t  s o m e w h a t  d i f f i c u l t  t o  s a y  " n o "  t o  a  s a l e s ­
m a n  w h o  t r i e s  t o  s e l l  y o u  s o m e t h i n g  y o u  d o  n o t  r e a l l y  
w a n  L  Y  ?  N  
2 3 .  W h e n  y o u  t h i n k  y o u  r e c o g n i s e  s o m e o n e  y o u  s e e  i n  a  p u b ­
l i c  p l a c e ,  y o u  a s k  h i m  w h e t h e r  y o u  h a v e  m e t  h i m  b e f o r e  Y  ?  N  
2 4 .  Y o u  f e e l  s e l f - c o n s c i o u s  i n  t h e  p r e s e n c e  o f  i m p o r t a n t  
p e o p l e  Y  ?  N  
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2 5 .  Y o u  c a n  t h i n k  o f  a  g o o d  e x c u s e  w h e n  y o u  n e e d  o n e  Y  ?  N  
2 6 .  Y o u  w o u l d  1  i  i c e  t o  t a k e  o n  i m p o r t a n t  r e s p o n s i b i l i t i e s  
s u c h  a s  o r g a n i z i n g  a  n e w  b u s i n e s s  Y  ?  N  
2 7 .  Y o u  f i n d  i t  d i f f i c u l t  t o  g e t  r i d  o f  a  s a l e s m a n  t o  
w h o m  y o u  d o  n o t  c a r e  t o  l i s t e n  o r  g i v e  y o u r  t i m e  Y  ?  N  
2 8 .  Y o u  l i k e  t o  s p e a k  i n  p u b l i c  Y  ?  N  
2 9 .  Y o u  s e e k  t o  a v o i d  a l l  t r o u b l e  w i t h  o t h e r  p e o p l e  Y  ?  N  
3 0 .  I f  s o m e o n e  y o u  k n o w  h a s  b e e n  s p r e a d i n g  u n t r u e  a n d  b a d  
s t o r i e s  a b o u t  y o u ,  y o u  s e e  h i m  a s  s o o n  a s  p o s s i b l e  
a n d  h a v e  a  t a l k  a b o u t  i t  Y  ?  N  
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SECTION 7  
I n s t r u c t i o n s  
L i s t e d  b e l o w  a r e  a  n u m b e r  o f  s t a t e m e n t s  c o n c e r n i n g  p e r s o n a l  a t t i t u d e s  
a n d  t r a i t s .  R e a d  e a c h  i t e m  a n d  d e c i d e  w h e t h e r  t h e  s t a t e m e n t  i s  t r u e  o r  f a l s e  
a s  i t  p e r t a i n s  t o  y o u  p e r s o n a l l y .  C i r c l e  " T "  i f  y o u  f e e l  i t  i s  t r u e ,  c i r c l e  
" F "  i f  y o u  f e e l  i t  i s  f a l s e .  
T r u e  F a l s e  
1 .  B e f o r e  v o t i n g  I  t h o r o u g h l y  i n v e s t i g a t e  t h e  q u a l i f i c a t i o n s  
o f  a l l  t h e  c a n d i d a t e s .  T  F  
2 .  1  n e v e r  h e s i t a t e  t o  g o  o u t  o f  m y  w a y  t o  h e l p  s o m e o n e  i n  
t r o u b l e .  T  F  
3 .  I t  i s  s o m e t i m e s  h a r d  f o r  m e  t o  g o  o n  w i t h  m y  w o r k  i f  I  a m  
n o t  e n c o u r a g e d .  T  F  
4 .  I  h a v e  n e v e r  i n t e n s e l y  d i s l i k e d  a n y o n e .  T  F  
5 .  O n  o c c a s i o n  I  h a v e  h a d  d o u b t s  a b o u t  m y  a b i l i t y  t o  s u c c e e d  
i n  l i f e .  T  F  
6 .  I  s o m e t i m e s  f e e l  r e s e n t f u l  w h e n  I  d o n ' t  g e t  m y  w a y .  T  F  
7 .  I  a m  a l w a y s  c a r e f u l  a b o u t  m y  m a n n e r  o f  d r e s s .  T  F  
8 .  M y  t a b l e  m a n n e r s  a t  h o m e  a r e  a s  g o o d  a s  w h e n  I  e a t  o u t  i n  a  
r e s t a u r a n t .  T  F  
9 .  I f  I  c o u l d  g e t  i n t o  a  m o v i e  w i t h o u t  p a y i n g  a n d  b e  s u r e  1  w a s  
n o t  s e e n  I  would p r o b a b l y  d o  i t .  T F 
1 0 .  O n  a  f e w  o c c a s i o n s ,  i  h a v e  g i v e n  u p  d o i n g  s o m e t h i n g  b e c a u s e  
I  t h o u g h t  t o o  l i t t l e  o f  m y  a b i l i t y »  T  F  
! ! .  !  l i k e  t o  g o s s i p  a t  t  i  m e  s .  T  F  
1 2 .  T h e r e  h a v e  b e e n  t i m e s  w h e n  I  f e l t  l i k e  r e b e l l i n g  a g a i n s t  
p e o p l e  i n  a u t h o r i t y  e v e n  t h o u g h  I  k n e w  t h e y  w e r e  r i g h t .  T  F  
1 3 .  N o  m a t t e r  w h o  I ' m  t a l k i n g  t o ,  I ' m  a l w a y s  a  g o o d  l i s t e n e r .  T  F  
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T r u e  F a l s e  
1 4 .  1  c a n  r e m e m b e r  " p l a y i n g  s i c k "  t o  g e t  o u t  o f  s o m e t h i n g ,  T  F  
1 5 .  T h e r e  h a v e  b e e n  o c c a s i o n s  w h e n  I  t o o k  a d v a n t a g e  o f  s o m e o n e .  T  F  
1 6 .  I ' m  a l w a y s  w i l l i n g  t o  a d m i t  i t  w h e n  I  m a k e  a  m i s t a k e .  T  F  
1 7 .  I  a l w a y s  t r y  t o  p r a c t i c e  w h a t  I  p r e a c h .  T  F  
1 8 .  I  d o n ' t  f i n d  i t  p a r t i c u l a r l y  d i f f i c u l t  t o  g e t  a l o n g  w i t h  
l o u d  m o u t h e d ,  o b n o x i o u s  p e o p l e .  T  F  
1 9 c  I  s o m e t i m e s  t r y  t o  g e t  e v e n  r a t h e r  t h a n  f o r g i v e  a n d  f o r g e t .  T  F  
2 0 .  W h e n  I  d o n ' t  k n o w  s o m e t h i n g  I  d o n ' t  a t  a l l  m i n d  a d m i t t i n g  i t .  T  F  
2 1 .  I  a m  a l w a y s  c o u r t e o u s ,  e v e n  t o  p e o p l e  w h o  a r e  d i s a g r e e a b l e .  T  F  
2 2 .  A t  t i m e s  I  h a v e  r e a l l y  i n s i s t e d  o n  h a v i n g  t h i n g s  m y  o w n  w a y .  T  F  
2 3 .  T h e r e  h a v e  b e e n  o c c a s i o n s  w h e n  I  f e l t  l i k e  s m a s h i n g  t h i n g s .  T  F  
2 4 .  I  w o u l d  n e v e r  t h i n k  o f  l e t t i n g  s o m e o n e  e l s e  b e  p u n i s h e d  f o r  
m y  w r o n g d o i n g s .  T  F  
2 5 .  I  n e v e r  r e s e n t  b e i n g  a s k e d  t o  r e t u r n  a  f a v o r .  T  F  
2 6 .  I  h a v e  n e v e r  b e e n  i r k e d  w h e n  p e o p l e  e x p r e s s e d  i d e a s  v e r y  
d i f f e r e n t  f r o m  m y  o w n .  T  F  
2 7 .  1  n e v e r  m a k e  a  l o n g  t r i p  w i t h o u t  c h e c k i n g  t h e  s a f e t y  o f  m y  c a r .  T  F  
2 8 .  T h e r e  h a v e  b e e n  t i m e s  w h e n  I  w a s  q u i t e  j e a l o u s  o f  t h e  g o o d  
f o r t u n e  o f  o t h e r s .  T  F  
2 9 .  I  h a v e  a l m o s t  n e v e r  f e l t  t h e  u r g e  t o  t e l l  s o m e o n e  o f f .  T  F  
3 0 .  I  a m  s o m e t i m e s  i r r i t a t e d  b y  p e o p l e  w h o  a s k  f a v o r s  o f  m e .  T  F  
3 1 .  I  h a v e  n e v e r  f e l t  t h a t  I  w a s  p u n i s h e d  w i t h o u t  c a u s e .  T  F  
3 2 .  I  s o m e t i m e s  t h i n k  w h e n  p e o p l e  h a v e  a  m i s f o r t u n e  t h e y  o n l y  
g e t  w h a t  t h e y  d e s e r v e  „  T  F  
3 3 .  !  h a v e  n e v e r  d e l i b e r a t e l y  s a i d  s o m e t h i n g  t h a i  h u r t  s o m e o n e ' s  
f e e  1 i  n g s .  T  F  
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500 F o r m  B  
S c h e d u l e  N o .  
C O N F I D E N T I A L  
C 0  N  F  D  E  N  T  I  A  L  C O N F I D E N T I A L  
I O W A  S T A T E  U N I V E R S I T Y  
R E S E A R C H  P R O J E C T  1 6 2 6  
A m e s ,  I o w a  
A l l  t h e  i n f o r m a t i o n  i n  t h i s  s c h e d u l e  w i l l  b e  k e p t  i n  c o m p l e t e  c o n f i ­
d e n c e ,  Y o u  w i l l  n e v e r  b e  i d e n t i f i e d  w i t h  a n y  o f  t h e  i n f o r m a t i o n  w h i c h  
y o u  p r o v i d e  u s .  
501 
Sect ion  1 ,  Page 1 
SECTION )  
I n s t r u c t i o n s  
L i s t e d  b e l o w  a r e  a  n u m b e r  o f  s t a t e m e n t s .  E a c i i  r e p r e s e n t s  a  c o m m o n  1  y  
h e l d  o p i n i o n .  T h e r e  a r e  n o  r i g h t  o r  w r o n g  a n s w e r s .  Y o u  w i l l  p r o b a b i y  d i s ­
a g r e e  w i t h  s o m e  i t e m s  a n d  a g r e e  w i t h  o t h e r s .  W e  a r e  i n t e r e s t e d  i n  t h e  e x t e n t  
t o  w h i c h  y o u  a g r e e  o r  d i s a g r e e  w i t h  s u c h  m a t t e r s  o f  o p i n i o n .  
R e a d  e a c h  s t a t e m e n t  c a r e f u l l y .  T h e n  i n d i c a t e  t h e  e x t e n t  t o  w h i c h  y o u  
a g r e e  o r  d i s a g r e e  b y  C I R C L I N G  t h e  O N E  N U M B E R  w h i c h  b e s t  r e f l e c t s  y o u r  v i e w s .  
F i r s t  i m p r e s s  i o n s  a r e  u s u a l l y  b e s t  o n  s u c h  m a t t e r s .  B e  s u r e  t o  g i v e  
y o u r  o p i n i o n  O N  E V E R Y  S T A T E M E N T .  P i c k  t h e  o n e  a n s w e r  w h i c h  i s  c l o s e s t  t o  
t h e  w a y  y o u  f e e l .  D o  n o t  o m i t  a n y  q u e s t i o n s .  
C i r c l e  O n e  
N u m b e r  
S  t a t e i n e n  t s  
1  d i s a g r e e  s t r o n g l y  
2  d i s a g r e e  s o m e w h a t  
3  d ! s a g r e e  s i i  g h t  i  y  
4  a g r e e  s i  i g h t l y  
T h e  b e s t  w a y  t o  h a n d l e  p e o p l e  i s  
t o  t e l l  t h e m  w h a t  t h e y  w a n t  t o  
h e a r .  
5  a g r e e  s o m e w h a t  
6  a g r e e  s t r o n g l y  
2 .  1  d i s a g r e e  s t r o n g l y  
2  d i s a g r e e  s o m e w h a t  
3  d i  s a g r e e  s i  i g h t l y  
M o s t  p e o p l e  a r e  b a s i c a l l y  g o o d  
a n d  k i n d .  
4  a g r e e  s i  i g h t l y  
5  a g r e e  s o m e w h a t  
6  a g r e e  s t r o n g l y  
3 .  ]  
2 
4  a g r e e  s  I i g h t l y  
5  a g r e e  s o m e w h a t  
6  a g r e e  s t r o n g l y  
d i s a g r e e  s t r o n g l y  
d i s a g r e e  s o m e w h a t  
3  d  i  s a g  r e e  s  !  i  g h  L  i  y  
I t  i s  s a f e s t  t o  a s s u m e  t h a t  a l l  
p e o p l e  h a v e  a  v i c i o u s  s t r e a k  a n d  
t h a t  i t  w  i  i  !  c o m e  o u t  v / h e n  t h e y  
a r e  g i v e n  a  c h a n c e .  
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k .  1  d i sag ree  s t rong l y  
2  d i sag ree  somewha t  
3  d i  sag ree  s  1 i  gh t1  y  
k  ag ree  s i i gh t l y  
5  ag ree  somewha t  
6  ag ree  s t rong l y  
Genera l l y  speak ing ,  men  won ' t  
wo rk  ha rd  un less  t hey ' re  f o r ced  
t o  do  so .  
1  d i sag ree  s t rong l y  
2  d i sag ree  somewha t  
3  d i sag ree  s  1 i gh t l y  
k  ag ree  s i i gh t1  y  
5  ag ree  somewha t  
6  ag ree  s t rong l y  
When  you  ask  someone  t o  do  some­
t h i ng  f o r  you ,  i t  i s  bes t  t o  g i ve  
the  rea l  reasons  f o r  wan t i ng  i t  
ra the r  than  g i v i ng  reasons  wh i ch  
ca r r y  more  we igh t .  
1  d i sag ree  s t rong l y  
2  d i sag ree  somewha t  
3  d  i  sag ree  s i i gh t1  y  
4  ag ree  s  1 i  gh t1  y  
5  ag ree  somewha t  
6  ag ree  s t rong l y  
Anyone  who  comp le te l y  t r us t s  any ­
one  e l se  i s  ask ing  f o r  t r oub le .  
1  d i sag ree  s t rong l y  
2  d i sag ree  somewha t  
3  d i sag ree  s l i gh t l y  
4  ag ree  s i i gh t  1  y  
5  ag ree  somewha t  
6  ag ree  s t rong l y  
The  b igges t  d i f f e rence  be tween  
mos t  c r im ina l s  and  o the r  peop le  
i s  t ha t  t he  c r im ina l s  a re  s tu ­
p id  enough  t o  ge t  caugh t .  
1  d i  sag ree  s t rong l y  
2  d i sag ree  somewha t  
3  d i sag ree  s i  i  gh t  i y  
4  ag ree  s i  i gh t  1  y  
5  ag ree  somewha t  
6  ag ree  s t rong l y  
I t  i s  ha rd  t o  ge t  ahead  w i t hou t  
cu t t i ng  co rne rs  he re  and  t he re .  
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SECTION 2  
i n s t r u c t  i o n s  
O n  t h e  f o l l o w i n g  t w e l v e  p a g e s  a r e  a  n u m b e r  o f  s t a t e m e n t s  a b o u t  b u s i n e s s  
m a n a g e m e n t .  W e  a r e  i n t e r e s t e d  i n  y o u r  f e e l i n g s  o r  o p i n i o n  a b o u t  e a c h  s t a t e ­
m e n t .  Y o u  w i l l  p r o b a b l y  a g r e e  w i t h  s o m e  o f  t h e s e  s t a t e m e n t s .  T h a t  i s ,  s o m e  
s t a t e m e n t s  w i l l  e x p r e s s  y o u r  o w n  o p i n i o n s  o r  f e e l i n g s  a b o u t  m a n a g i n g .  O t h e r  
s t a t e m e n t s  w i l l  e x p r e s s  f e e l i n g s  o p p o s i t e  t o  y o u r s .  
A f t e r  y o u  h a v e  r e a d  e a c h  s t a t e m e n t ,  p l e a s e  c i r c l e  t h e  " A "  ( a g r e e )  i f  y o u  
a g r e e  w i t h  t h e  s t a t e m e n t  o r  t h e  " D "  ( d i s a g r e e )  i f  y o u  d i s a g r e e  w i t h  t h e  s t a t e ­
m e n t .  O n c e  y o u  h a v e  m a d e  t h i s  d e c i s i o n ,  p l e a s e  i n d i c a t e  h o w  s t r o n g l y  y o u  
a g r e e  o r  d i s a g r e e ' w i t h  t h e  s t a t e m e n t s  b y  c i r c l i n g  o n e  o f  t h e  n u m b e r s  w h i c h  
a p p e a r s  t o  t h e  r i g h t  o f  e a c h  s t a t e m e n t .  I f  i t  r e a l l y  d o e s n ' t  m a k e  m u c h  d i f ­
f e r e n c e  t o  y o u  i f  y o u  a g r e e  c r  d i s a g r e e  w i t h  t h e  s t a t e m e n t ,  c i r c l e  1 .  I f  y o u  
v e r y  s t r o n g l y  a g r e e  o r  d i s a g r e e  w i t h  t h e  s t a t e m e n t ,  c i r c l e  5 .  F o r  s o m e  s t a t e ­
m e n t s ,  t h e  n u m b e r s  2 ,  3  o r  4  m a y  b e t t e r  d e s c r i b e  h o w  s t r o n g l y  y o u  a g r e e  o r  
d i s a g r e e  w i t h  t h e  s t a t e m e n t .  W h e n  t h i s  i s  t h e  c a s e ,  c i r c l e  t h e  a p p r o p r i a t e  
n u m b e r .  
F o r  e x a m p l e ,  c o n s i d e r  t h e  s t a t e m e n t :  
A l l  m e n  a r e  c r e a t e d  e q u a l .  
D o  y o u  a g r e e  o r  d i s a g r e e  w i t h  t h i s  s t a t e m e n t ?  C i r c l e  " A "  ( " D " )  •  H o w  
s t r o n g l y  d o  y o u  a g r e e  ( d i s a g r e e )  w i t h  t h i s  s t a t e m e n t ?  C i r c l e  t h e  a p p r o p r i a t e  
n u m b e r .  
P l e a s e  b e  s u r e  t o  c i r c l e  b o t h  a  l e t t e r  a n d  a  n u m b e r  a f t e r  e a c h  s t a t e m e n t ,  
u n l e s s  y o u  a r e  c o m p l e t e  1  y  u n d e c i d e d  w h e t h e r  y o u  a g r e e  o r  d i s a g r e e  w i t h  t h e  
s t a t e m e n t .  I n  t h a t  c a s e ,  c i r c l e  b o t h  " A "  a n d  " D " ,  b u t  d o  n o t  c i r c l e  a n y  o f  
t h e  n u m b e r s .  T h i s  r e s p o n s e  i n d i c a t e s  t h a t  y o u  n e i t h e r  a g r e e  n o r  d i s a g r e e  w i t h  
t h e  s t a t e m e n t .  
T h e s e  s t a t e m e n t s  a r e  i n  n o  w a y  d e s i g n e d  t o  b e  a  t e s t .  T h e r e  a r e  n o  r i g h t  
o r  w r o n g  a n s w e r s  t o  t h e  s t a t e m e n t s .  T h e  a n s w e r s  w h i c h  w i l l  b e  m o s t  h e l p f u l  t o  
t h i s  r e s e a r c h  p r o j e c t  a r e  t h e  o n e s  w h i c h  b e s t  r e f l e c t  y o u r  o w n  f e e  1 i n g s  a b o u t  
e a c h  o f  t h e  s t a t e m e n t s .  
A"! 
I '  2  3  4  5  
D |  
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I t  i s  b e t t e r  t o  m a k e  a  s m a l l e r  p r o f i t  e a c h  y e a r  t h a n  t o  
a t t e m p t  s o m e t h i n g  w h e r e  t h e r e  i s  s o m e  c h a n c e  o f  l o s i n g .  
2 .  E c o n o m i c  f o r c e s  i n  m a n  a r e  s t r o n g e r  t h a n  m o r a l  f o r c e s .  
3 .  S o  m a n y  p r o d u c t s  a r e  c o m i n g  o u t  t h e s e  d a y s  t h a t  i t  i s  
i m p o s s i b l e  f o r  t h e  d e a l e r  t o  k e e p  h i m s e l f  i n f o r m e d  w i t h  
r e s p e c t  t o  t h e  l i n e s  h e  h a n d l e s .  
4 .  O n e  o f  t h e  m o s t  i m p o r t a n t  t h i n g s  a  m a n a g e r  c a n  d o  i s  
a t t e n d  a  t r a i n i n g  p r o g r a m  w h e r e  n e w  i d e a s  m i g h t  b e  
p r e s e n t e d .  
5 .  A c t u a l l y  y o u  c a n  r e l y  o n  v e r y  f e w  p e o p l e .  
F o r  m o s t  d e c i s i o n s  i t ' s  a  g o o d  i d e a  t o  g e t  t h e  a d v i c e  
f r o m  t h e  b o a r d , b u t  t h e n  g o  a h e a d  a n d  m a k e  y o u r  o w n  
d e c  i s  i o n s .  
T h e  i n f l u e n c e  a  m a n a g e r  e x e r t s  r e a l l y  d e c i d e s  t h e  
f i n a n c i a l  o u t c o m e  o f  a  c o o p e r a t i v e .  
T h e  n a t u r e  o f  f a r m  r e l a t e d  b u s i n e -
u n c o n t r o l l a b l e  c i r c u m s t a n c e s  a r e  v e r y  i m p o r t a n t  i n  
d e t e r m i n i n g  t h e  s u c c e s s  o f  t h e  b u s i n e s s .  
T h e r e  i s  s o  m u c h  p e r s o n a l  s a t i s f a c t i o n  i n  b e i n g  a  m a n a ­
g e r  t h a t  i n c o m e  b e c o m e s  r e l a t i v e l y  u n  i m p o r t a n t .  
1 0 .  I  r e g a r d  m y s e l f  a s  t h e  k i n d  o f  p e r s o n  w h o  i s  w i l l i n g  t o  
t a k e  a  f e w  m o r e  r i s k s  t h a n  t h e  a v e r a g e  m a n a g e r .  
i I ,  T h e  p r o b a b i l i t i e s  o f  s u c c e s s  c a n  b e  b e t t e r  e s t i m a t e d  
f o r  a  s p e c i a l i z e d  b u s i n e s s  t h a n  f o r  a  d i v e r s i f i e d  b u s i n e s s .  
S e c t i o n  2 ,  P a g e  2  
s  i  i  o n t  s t r o n g  
A  
D  
A  
D  
A  
D  
A  
D  
A  
D  
A  
D  
A  
n  
1 2 3 4 5  
1 2 3 4 5  
A  
2 3 4 5  
1 2 3 4 5  
1 2 3 4 5  
1 2 3 4 5  
1 2 3 4 5  
2 3 4 5  
2 3 4 5  
1 2 3 4 5  
1 2 3 4 5  
1 2 .  I t  i s  n a t u r a l  f o r  m e n  t o  w e n t  t o  e x p e n d  p h y :  - ta I or» H mo n -
t a  1  e n e r g y  i n  w o r k .  
I  J  .  I  L  :  = )  I  c  j n i p w i  u c j n u  m o X  i  m  i  ,  l u  
f i r m  t h a n  i t  i s  t o  o f f e r  m o s t  o f  t h e  s e r v i c e s  d e s i r e d  
b y  c u s t o m e r s .  
1  2 3 4 5  
2 3 4 5  
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1 4 .  C u s t o m e r s  m u s t  b e  s e r v e d  e v e n  i f  i t  m e a n s  a  s l i g h t  
l o s s  o f  i n c o m e .  
1 5 .  A  c o - o p  m a n a g e r  s h o u l d  a s k  h i m s e l f  h o w  p r o f i t a b l e  e a c h  
a l t e r n a t i v e  i s  w h e n  d e c i d i n g  h o w  t o  s p e n d  h i s  t i m e .  
16 .  M o s t  m a n a g e r s  c a n  i m p r o v e  t h e i r  i n c o m e  t h r o u g h  h a r d e r  
w o r k  i n s t e a d  o f  b l a m i n g  t h e  c i r c u m s t a n c e s .  
1 7 .  T h e  i m p o r t a n t  t h i n g s  i n  l i f e  c a n  o n l y  b e  a t t a i n e d  i f  a  
p e r s o n  h a s  m a d e  a  g o o d  i n c o m e .  
1 8 .  M a n y  m a n a g e r s  s p e n d  t o o  m u c h  t i m e  a n d  e f f o r t  t r y i n g  t o  
k e e p  t h e m s e l v e s  u p - t o - d a t e  o n  n e w  t h i n g s  i n  b u s i n e s s  
m a n a g e m e n t .  
1 9 .  H a v i n g  m a n y  f r i e n d s  i s  m o r e  i m p o r t a n t  t h a n  b e i n g  a  
f i n a n c i a l  s u c c e s s .  
2 0 .  M o s t  m a n a g e r s  c a n  i m p r o v e  t h e i r  i n c o m e  t i i r o u y i i  i j c i ' t e i  
m a n a g e m e n t  i n s t e a d  o f  b l a m i n g  t h e  c i r c u m s t a n c e s .  
2  1 .  A  m a n a g e r ' s  m o s t  i m p o r t a n t  a s s e t  i s  a  " s t r o n g  b a c k " .  
2 2 .  I n  t h i s  d a y  a n d  a g e  a  p e r s o n  c a n  n o  l o n g e r  a f f o r d  t o  b e  
i n d e p e n d e n t  a n d  t o  r e l y  o n  h i s  o w n  j u d g m e n t  i n  m a k i n g  
d e c  i s  i o n s ,  
2 3 .  A  m a n a g e r  s i i o u l d  t r y  t o  r e d u c e  t h e  r i s k  i n  h i s  b u s i n e s s  
b y  k e e p i n g  h i s  o p e r a t i o n  d i v e r s i f i e d ,  e v e n  t h o u g h  i t  m a y  
m e a n  t h e  l o s s  o f  s o m e  f u t u r e  i n c o m e .  
2 4 .  M a n y  o f  t h e  n e w  b u s i n e s s  p r a c t i c e s  a  m a n a g e r  h e a r s  o f  
a r e  b a c k e d  b y  g o o d  r e s e a r c h  a n d  u s u a l l y  a p p l i c a b l e  t o  
t h e  b u s i n e s s ^  
2 3 .  M a n a g e r s  w h o  a r e  w i l l i n g  t o  t a k e  m o r e  t h a n  a v e r a g e  
c h a n c e s  u s u a l l y  d o  b e t t e r  f i n a n c i a l l y .  
S e c t i o n  2 ,  P a g e  3  
s l i g h t  s t r o n g  
A  
D  
A  
D  
1 , 2  3  4  5  
A  
D  
1 2 3 4 5  
A  
D  
1 2 3 4 5  
A  
D  
1 2 3 4 5  
A  
D  
1 2 3 4 5  
A  
D  
1 2 3 4 5  
A  
D  
1 2 3 4 5  
A  
D  
1 2 3 4 5  
2 3 4 5  
A  Î  
D  
1 2 3 4 5  
A  
2 3 4 ^  
TT 
!  1  2  3  4  5  
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s l i gh t  
26 .  1 admi re  the  manager  who  can  ge t  a  j ob  done  mos t  e f f i c ien t l y  A  
due  t o  e f fec t i ve  p lann ing .  
s t rong  
I  2  3  4  5  
27 .  I f  I  fee l  t ha t  the  odds  a re  g rea te r  than  60 -40  aga ins t  
an  a l te rna t i ve  course  o f  ac t ion  pay ing  o f f ,  I  look  fo r  
o the r  cho ices .  
A  
D 
12 3 4 5 
28 .  The  average  human d i s l i kes  work  and  w i l l  avo id  i t  i f  
he  can .  
A  
D 
2  3  4  5  
29 .  Mos t  dea le rs  spend  too  much  t ime  and  e f fo r t  i n  keep ing  
themse lves  up - to -da te  on  new merchand is ing  p rac t i ces .  
A  
D 
1 2 3 4 5  
30 .  A  manager ' s  mos t  impor tan t  asse t  i s  h i s  ab i l i t y  to  
th ink  ahead .  
A  
0 
1 2 3 4 5  
31 .  Peop le  a t  a l l  l eve ls  i n  loca l  coopera t i ves  possess  the  
capac i t y  t o  exerc i se  imag ina t ion ,  i ngenu i t y ,  and  
c rea t i v i t y  In  the  so lu t i on  o f  p rob lems.  
A  
D 
1 2 3 4 5  
32 .  The  wor ld  i s  s imp ly  too  comp lex  f o r  a  man t o  be  com­
p le te l y  independen t .  1  2  3  4  5  
A_1 
j j .  I  ne  manager  who  ge ts  ahead  fas tes t  i s  che  one  who  s t i cks  
to  the  o ld  p roven  ways  o f  do ing  th ings .  1 2 3 4 5  
34 .  A t  t imes  i t  i s  bes t  f o r  a  manager  t o  choose  an  a l te rna ­
t i ve  abou t  wh ich  the  ou tcomes  a re  comp le te l y  uncer ta in  
i n  mak ing  a  dec is ion .  
A  
D 
1 2 3 4 5  
35 .  I f  I  had  a  cho ice  I  wou ld  ra the r  work  w i th  my hands  
than  read  a  book .  
A  
D 
1 2 3 4 5  
36 .  The  on  1  y  res !  goa l  i n  manag ing  i s  to  max im ize  bus iness  
p ro f  i  t s .  !  1  2 3 4 5  
D ! 
37=  My  success  i s  pa r t l y  due  to  the  fac t  tha t  i  can  p lay  the  
odds  we l l .  
A : 
I l  2 3 4 5  
5o, reaiiy respect an inuiviuuâi vvliO iTiôkes his Own decision 
and  i s  w i l l i ng  to  s tand  beh ind  them.  
T~r 
2 3 4 5  
5 0 7  
39 .  One  o t '  pa ren ts '  g rea tes t  ob l i ga t ions  i s  to  teach  the  i  r  
ch i l d ren  to  make  dec is ions  on  t he i r  own un in f l uenced  by  
wha t  o the rs  may  say  o r  do ,  
40 .  A  manager  mus t  be  w i l l i ng  to  take  a  g rea t  number  o f  r i sks  
to  ge t  ahead ,  
41 .  I f  a  man i s  go ing  to  h i re  labor  he  shou ld  be  w i l l i ng  
to  work  r i gh t  a long  s ide  the  man he ' s  h i red .  
42 .  Human be ings  ha rd ly  eve r  l ea rn  to  avo id  mak ing  the  same 
m is takes  tw ice .  
43o I nven to ry  I c . sses  can  be  e f fec t i ve l y  hedged  aga ins t ,  
44 .  i t ' s  d i f f i cu l t  fo r  ch i l d ren  to  ge t  a  good  s ta r t  i n  I i f '  
un less  you  can  p rov ide  them w i th  economic  ass is tance .  
4 :3 .  Mcceno ing  a  snor t  course  wnere  new laeas  m ignr  oe  p re ­
sen ted  i s  usua l l y  a  was te  o f  t i rne .  
46 .  Qu i te  a  few managers  wou ld  be  be t te  | -  o f f  i t '  t hey  wou ld  
spend  less  t ime  go ing  Lo  mee t ings  and  more  t ime  i n  the i r  
bus  i ness .  
47 .  A  pa ren t ' s  f i r s t  resp . . i ns  i  b  i  1 i  t y  i s  to  assure  the  mate r ia l  
secur i t y  o f  h i s  ch i l d ren .  
48 .  Many  managers  spend  t - ' ^o  much  t ime  t r y ing  to  th ink  th rough  
a l te rna te  ways  o f  do ing  a  j ob  ra the r  than  go ing  ahead  
and  do ing  the  j< :>b  t he  way  they  a l ready  know.  
49 .  An  emp loyee  i s  rea l l y  more  i n te res ted  i n  h i s  sa la ry  than  
the  way  a  manager  hand les  h i s  sugges t ions .  
50 .  I t ' s  on ly  na tu ra l  t o  look  up  t o  a  i r i an  who  has  made  a  l o t  
o f  money .  
51 .  One  o f  the  bes t  s ing le  ind ica to rs  o f  whe ther  o r  no t  a  man 
w in  make  a  good  manager  i s  h i s  ab i l i t y  to  make  h i s  own 
dec  i  s  i  ons .  
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52 .  I  th ink  the  t rad i t i ona l  ways  a re  the  bes t  ways  o f  do ing  
th  ings .  
53 .  A  pe rson  shou ld  a lways  be  mas te r  o f  h i s  own fa te .  
54 .  A  manager  mus t  be  w i l l i ng  to  take  a  g rea t  number  o f  
r i sks  to  s tay  i n  bus iness .  
55 .  An  i nd iv idua l  shou ld  t r y  to  so lve  h i s  own p rob lems 
by  h imse l f .  
56 .  The  mos t  success fu l  manager  i s  the  one  who  makes  the  
mos t  p ro f i t  fo r  h i s  bus iness .  
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57 .  A  manager  canno t  a f fo rd  to  make  h i s  dec is ions  independen t l y  A  
bu t  shou ld  consu l t  w i th  thos -e  w i th  whom he  works .  
D 
12  3 4  5  
58 .  Manag ing  wou ld  be  ex t reme ly  d i f f i cu l t  w i thou t  the  adv ice  
and  he lp  o f  my  board .  
59 .  H igh  p res t ige  shou ld  be  accorded  the  manager  who  has  
made  h i s  bus iness  p rosperous  and  th r i v ing .  
60 .  I  fee l  the  manager  who  has  p roven  h i s  f i nanc ia l  ab i l i t y  
shou ld  be  g i ven  a  s t rong  vo ice  i n  h i s  commun i t y .  
61 .  Fami l i es  w i th  modes t  i ncomes  a re  happ ie r  than  those  who  
have  l o t s  o f  money .  
62 .  Many  managers  s l i uu ld  sper id  more  t ime  ana lyz ing  the i r  
recn t "ds  f o r  opera t iona l  e f f i c iency  and  less  t ime  ac tua l l y  
ass is t i ng  in  the  keep ing  o f  bus iness  reco ids .  
63 .  For  the  mos t  pa r t  an  i nd iv idua l  shou ld  "go  i t  a lone"  and  
make  h i s  own dec is ions .  
64 .  I f  you  wan t  t o  inc rease  worke r  e f f i c iency  yuu  l i uvc  Lo  
app ly  more  p ressure .  
1 2 3 4 5  
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65 .  !  have  a  g rea t  dea l  o f  respec t  f o r  the  man who  has  made  
a  l o t  o f  money .  
66 .  i t  i s  be t te r  to  l i ve  on  an  average  income and  en joy  l i f e  
ra the r  than  spend ing  a l l  your  t ime  t r y ing  to  max im ize  
67 .  The  manager ' s  mos t  impor tan t  ob jec t i ve  shou ld  be  to  make  
the  bus iness  p ro f i t ab le .  
68 .  A  manager ' s  w i l l i ngness  to  spend  some t ime  ass is t i ng  w i th  
day  to  day  opera t ions ,  such  as  w i th  the  g r ind ing  opera t ion ,  
i s  more  impor tan t  i n  a  success fu l  bus iness  than  a l l  the  
new ideas  he  reads  o r  hears  abou t .  
69 .  The  s lack  seasons  i n  fa rm p roduc t  hand l ing  can  be  ove r ­
come read i l y  by  good  p lann ing  by  the  manager .  
70 .  Mos t  managers  shou ld  spend  more  t ime  read ing  research  
pub ] i ca t  i ons .  
71 .  The  des i re  fo r  money  i s  des t roy ing  the  mora l  f i b re  o f  
ou r  coun t ry .  
72 .  Some new ideas  may  hu r t  a  bus iness ,  bu t  I  don ' t  l e t  tha t  
s tand  i n  my way  o f  t r y ing  some o f  the  be t te r  ones .  
73 .  I t  i s  impor tan t  t o  take  t ime  to  cons ide r  the  a l te rna t i ve  
ways  o f  do ing  a  j ob  be fo re  dec id ing  wh ich  one  i s  bes t .  
74 ,  A  new 'uanager  wou ld  do  we l l  t o  f i nd  ou t  the  op in ions  o f  
more  exper ienced  managers  be fo re  mak ing  dec is ions»  
75 .  Mos t  worke rs  don ' t  rea l l y  ca re  whe ther  a  j ob  i s  in te i  
es  t i ng  and  cha l leng ing .  
76o  Phys ica l  work  i s  more  sa t i s f y ing  and  reward ing  to  me 
than  men ta l  ac t i v i t y .  
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77 .  A  manager  shou ld  never  bo r row la rge  sums o f  money  f o r  
opera t  i  ng  cap i  t a l .  
78 .  A  manager  mus t  keep  up  and  app ly  new methods  i n  bus iness  
management  t o  be  ab le  to  compete .  
79 .  Under  the  r i gh t  cond i t i ons  worke rs  w i l l  seek  and  accep t  
respons  i b  Î I i  t y .  
80. 
8 1 .  
82. 
83 .  
A  co -op  manager  i s  i n  a  good  pos i t i on  to  compete  favo rab ly  
i n  mos t  any  l oca l i t y .  
Wh i le  i t  i s  t rue  tha t  a  pe rson  may  become too  o r ien ted  
toward  mak ing  money ,  many  managers  wou ld  be  be t te r  o f f  i f  
they  wou ld  spend  more  t ime  t r y ing  to  make  t he i r  bus iness  
pay .  
Ra ther  than  to  con t inua l l y  bo r row money  a  manager  shou ld  
work  For  a  de f in i te  leve l  o f  cap i ta l  accumu la t ion .  
Mos t  worke rs  today  don ' t  work  as  ha rd  as  worke rs  d id  
10  years  ago .  
4- Kr» t t f 
. f f  
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I  ne  ma I  i l  reasorp  ma t  more  n .ancgc  
f i nanc ia l l y  i s  tha t  they aren't willing to make the "hard- I 
nosed"  dec is ions  necessary  t o  make  the  bus iness  p ro f i t ab le .  __D j_  
2 3 4 5  
85 ,  
B6, 
8? 
Those  managers  who  have  made  the  g rea tes t  f i nanc ia l  success  A  
î .ave  been  w i l l i ng  to  dev ia te  f rom wha t  the  cus tomers  con­
s ide red  to  be  r i gh t .  D 
12  3 4  5  
The  p r i ce  a  pe rson  has  to  pay  fo r  f i nanc ia l  success  i s  
no t  wor th  i t .  
Good  managers  take  the  t ime  to  seek  ou t  i n fo rmat ion  and  
use  th i s  in fo rmat ion  i n  mak ing  dec is ions .  
A  
i L_L  
2 3 4 5  
1 2 3 4 5  
0 
AI  L i i ougu  more  r i sks  a rc  i nvo lved ,  new management  p rac ­
t i ces  pay  o f f  i n  the  long  run .  1 2 3 4 5  
O r\ I icj t « y t IO vv mo Pi c :c t  S tar ted  o f f  on the  wrnna fnnr  bv  
t r y ing  to  make  a l l  the  dec is ions  themse lves .  1 2 3 4 5  
L  
5 1 1  
90 .  One  o f  the  mos t  undes i rab le  th ings  abou t  be ing  a  managec  
o f  a  coopera t i ve  i s  tha t  too  many  dec is ions  a re  made  fo r  
you  by  the  board  o f  d i rec to rs .  
91 .  A  man i n  bus iness  fo r  h imse l f  shou ld  be  f ree  to  make  h i s  
own dec is ions  w i thou t  any  ou ts ide  in te r fe rence .  
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92 .  The  va r iab les  i n  a  bus iness  wh ich  a re  no t  under  d i rec t  
con t ro l  o f  the  manager ,  ( such  as  l oca t ion ,  p lan t  f ac i l i t i es ,  
and  economic  cond i t i ons )  near l y  de te rm ine  the .  p roduc t i v i t y  
( i f  t he  bus iness ,  regard less  o f  the  ab i l i t y  o f  the  manager ,  
93 .  Good  management  i s  the  mos t  impor tan t  f ac to r  i n  mak ing  a  
bus iness  success fu l .  
94 .  The  g rea tes t  sa t i s fac t ion  in  be ing  a  manager  i -omes  i n  
runn ing  a  h igh ly  p ro f i t ab le  bus iness .  
95 .  i n  o rde r  t o  s tay  i n  bus iness  a  dea le r  has  t o  keep  l ea rn ing  
and  t r y ing  new th ings .  
96.  A  manager  i s  be t te r  o f f  to  con t inue  t rad i t i ona l  manage­
men t  p rac t i ces  s ince  many  o f  the  new- fang led  ideas  a re  
no t  su i ted  to  h i s  bus iness  opera t ion^  
37 .  A  yood  co -op  n ianc igc r  does  have  g re« t  d i f f i cu l t y  
(overcoming  s t i f f  I cca l  compet i t i on .  
98.  Mos t  managers  a re  becoming  so  o r  :  en  ted  toward  mak ing  
money ,  t hey  don ' t  have  t ime  to  en joy  l i f e .  
99.  I  d ( in  '  t  l i ke  t  )  fee l  ob l i ga ted  to  o the r  peop le .  
100 ;  A  manager ' s  t h ink ing  and  p lann i rH i  coun  t s  fo r  more  i n  
bus iness  success  today  than  do  h i s  regu la r  chores .  
l u i .  One o f  the  bes t  ways  t o  ge t  ahead  f i nanc ia l l y  i s  to  
be  independen t  i n  your  dec is ion  mak ing .  
A  
_D_ 
" a "  
D 
1 2 3 4 5  
1 2 3 4 5  
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iiicai Id ^ ^111' ; t  CO" ,  e l im ine te  mos t  o l  the r i sks  invc i l ved  
i n  any  bus iness ,  2 3 ^ 5  
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103 .  Hav ing  t l i e  F reedom to  make  up  my own m ind  i s ,  to  me,  
one  o f  the  ma jo r  advan tages  i n  management .  
104 .  A  good  co -op  manager  can  make  h i s  bus iness  success fu l  
i n  sp i te  o f  a  board  tha t  p laces  res t r i c t i ons  on  h im.  
105 .  I n  genera l ,  managers  a re  more  impor tan t  than  boards  o f  
d i rec to rs  in  u l t ima te ly  in f l uenc ing  the  f i nanc ia l  ou t ­
come o f  a  coopera t i ve .  
106 .  Peop le  i n  ou r  soc ie ty  have  become so  concerned  w i th  
con fo rm ing  to  the  ac t ions  o f  o the rs  tha t  we  have  
l os t  a  pa r t  o f  the  independen t  t h ink ing  tha t  made  
t h i s  coun t ry  g rea t .  
107 .  New ideas  i n  manag ing  a re  a l l  r i gh t  bu t  I  don ' t  use  
ve ry  many  o f  them.  
108.  You  can  rea l l y  ge t  fa r the r  by  ta l k ing  w i th  and  cooper ­
a t i ng  w i  t h  peop le .  
109 .  A  man  can  be  more  success fu l  by  s t r i k ing  ou t  bo ld l y  
on  h i s  own than  he  can  by  fo l l ow ing  the  adv ice  o f  o the rs ,  
110 .  Mos t  worke rs  -wan t  t o  be  d i rec ted  and  con t ro l l ed .  
111 ,  I t  i s  be t te r  to  s tay  as  a  manager  o f  a  f i rm  w i th  a  
lower  sa la ry  and  fewer  p rob lems than  change  to  a  f i rm  
w i th  a  h igher  sa la ry  and  many  p rob lems .  
112 .  A  good  manager  can  overcome mos t  i i i a i ' ke t ing  p rob iems 
tha t  he  faces .  
113 .  A  co -op  manager  can  be  success fu l  even  i f  h i  s  member -
pa t rons  a re  somewhat  unhappy  w i th  h i s  bus iness  
p rac t  i  ces  *  
114 .  Per  h i  ps  the  g rea tes t  reward  j ;  r.sge ; ! !en  t  pos  i  t  i  on  
i s  the  oppor tun i t y  t o  make  your  own dec is ions .  
115 .  I n te l l i gence  i s  more  impor tan t  i n  management  than  i n  
mos t  o the r  bus iness  ac t i v i t i es .  
A  
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116 .  Losses  due  to  marke t  change  can  be  e f fec t i ve l y  hedged  
aga  i  ns t .  
117 .  I t  i s  more  impor tan t  t o  me t o  be  known as  a  pe rson  who  
ge ts  a long  we l l  w i th  o the rs  and  has  a  l o t  o f  f r i ends  
ra the r  than  a  pe rson  who  l i kes  to  make  dec is ions  fo r  
h  imse  ]  f .  
118 .  One  o f  the  mos t  impor tan t  th ings  a  manager  can  do  i s  
to  work  ou t  a  long- range  p lan  fo r  h i s  bus iness  
opera t  i on .  
119 .  The  ma jo r  reason  fo r  go ing  to  co l l ege  i s  to  be  ab le  to  
make  a  be t te r  income.  
120 .  i n  the  long  run ,  a  manager  i s  be t te r  o f f  t o  es tab l i sh  a  
pa t te rn  and  s t i ck  w i th  i t  ra the r  than  to  con t inua l l y  
change  h i s  bus iness  opera t ion .  
121 .  One  o f  the  ma jo r  p rob lems i n  our  coun t ry  today  i s  tha t  
peop le  a re  too  concerned  w i th  money  and  the  th ings  
money  w i l l  buy .  
122 .  I n  dec id ing  abou t  mak ing  changes  i n  h i s  bus iness ,  a  
manager ' s  f i r s t  cons ide ra t ion  shou ld  be  " i s  i t  p ro f i t ab le . '  
123 .  I  a lways  eva lua te  a  new idea  o r  p roduc t  f o r  my coopera ­
t i ve  and ,  i f  i t  looks  good ,  1 t r y  i t .  
124 .  Many  o f  the  new merchand is ing  ideas  tha t  come ou t  these  
days  a re  no t  p rac t i ca l  f o r  the  average  dea le r .  
125-  A  manager  rea l l y  can ' t  a f fo rd  to  exper imen t  w i th  d i f f e r ­
en t  i deas  i n  the  bus iness .  
!26a  The  hours  e  manager  pu ts  i n  beh ind  the  desk  a re  much  more  
impor tan t  t o  the  success  o f  the  bus iness  than  the  hours  
he  pu ts  i n  opera t ing  the  sca les ,  he lp ing  w i th  the  g r ind ­
ing  opera t ion  o r  o the r  j obs  requ i r i ng  phys ica l  l abor ,  
127 .  One  o f  the  bes t  gu ides  i n  mak ing  dec is ions  i s  wha t  has  
worked  i n  the  pas t .  
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Peop le  who  have  been  a t  l eas t  modera te l y  success fu l  -
f i nanc ia l l y  see ;n  t o  con t r i bu te  more  t o  commun i t y  l i f e  than  
peop le  who  have  no t  been  as  success fu l  f i nanc ia l l y .  
F inanc ia l  success  has  to  be  cons ide red  to  judge  a  man 's  
s tand ing  i n  h i s  commun i t y ,  bu t  i n f l uence  shou ld  no t  be  
the  p r i v i l ege  o f  the  wea l thy .  
Pe f ip le  who  have  been  success fu l  f i t ; anc !a l l y  genera l l y  
a re  ( i i o re  i n te res t ing  peop le  w i th  whom to  v i s i t .  
The  bes t  way  t o  avo  i  d  t roub le  i s  to  be  as  independen t  
as  poss ib le .  
Ob ta in ing  in fo rmât ion  on  manage t r ien t  i s  a  necessary  ac t i  
V i t y  fo r  the  success fu l  f unc t ion ing  o f  any  manager .  
Hours  spen t  by  a i r . a r .ager  eva lua t ing  and  mak ing  fu tu re  
p lans  fo r  h i s  bus iness  a re  genera l l y  more  p ro f i t ab le  than  
hours  spen t  he lp ing  w i th  the  m ix ing  o r  g r ind ing  
opera t ions .  
The  chances  C) f  p repar ing  ch i l d ren  t ' l  l i ve  good  use fu l  
l i ves  a re  p re t t y  s l im  i f  you  have  j us t  enough i  money  t o  
l i . ake  ends  mee t .  
D  
2  3  4  5  
A  
D 
12  3 4  5  
A 
[ )  
12  3 4  5  
A  
D 
12  3 4  5  
A  
D 
12  3 4  5  
A  
D  
12  3 4  5  
135 .  I  ne  re  a re  so  many  ues i raw ie  l . i i i nys  i n  m re  tha t  a  pe rson  
can  a f fo rd  to  ge t  a long  un  a  lower  income to  r i i a  i  n  ta  i  n  
these  advan tages .  
136 .  A  good  manager  i s  the  one  who  can  use  h i s  head  as  we l l  
as  h i s  back .  
137 .  Jobs  shou ld  con ta in  as  much  cha l lenge  a r id  oppor tun i t y  a :  
poss  i b le .  
138 .  ! t  i s  more  impor tan t  f o r  the  dea le r  t ' l  make  dec is ions  cm 
the  bas is  o f  pas t  pe rsona l  exper ience  than  to  t r y  to  f i nd  
ou t  new ways  to  do  th ings .  
139 .  T ime spen t  i n  l ea rn ing  abouL  new l i i anage i i i e r ,L  p rac t i ccs  
i  s  t  i  me we  I  I  S [ )en t .  
A  
D 
1 2 3 4 5  
B  
1 2 3 4 5  
1  2  3 4 5  
jD_J  
A  
D 
2 3 4 5  
A 
1 2 3 4 5 
" ! 
A 
[) 
! 2 3 4 5 
0 .  / - i  mar i c jgL ; r  snou iu  ts iw i j y : ^  i i avc  a  i t  i i " . ge i i cy  f l u id  ,  t Û 
o f  emerqer^cy .  1  
D  
2 3 4 5  
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s l i gh t  s t rong  
l 4 l .  F inanc ia l  success  i s  on ly  one  o f  many  ways  to  judge  a  
man 's  s ta tus  i n  h i s  commun i t y .  
1^2 .  One  o f  the  mos t  impor tan t  th ings  a  manager  can  do  i s  to  
be  su re  a  good  se t  o f  reco rds  i s  kep t .  
l 43 .  The  man who  s tands  a lone  i s  the  man  who  i s  admi red .  
144 .  
145 ,  
| f i 6 .  
! ' ! 7 .  
Th ink ing ,  read ing ,  and  p lann ing  a re  no t  rea l l y  Impor tan t  
t o  me i n  manag ing  th i s  bus iness .  
A  man mus t  be  w i l l i ng  to  make  h i s  own dec is ions ,  i  in  i n f l u ­
enced  by  the  op in ions  o f  o the rs .  
11  i s  more  impor tan t  fo i -  managers  t u  make  dec is ions  on  
the  bas is  o f  pas t  exper ience  and  ru  les  o f  thumb than  l :o  
t r y  to  f i nd  new ways  o f  do ing  th ings .  
The  f i nanc ia l l y  success fu l  n ; -5 r !  i s  na tu re  M y  f i n  I  i  e  i n f l u -
en t ia !  i n  h i s  co i i i i nun  i  t y .  
|48 .  There  a re  more  impor tan t  th ings  in  l i f e  than  t r y i : ' . ,  to 
149 .  
150. 
151  
Managers  mus t  be  a l l owed  to  make  a l l  the i r  dec ;s  i nns  by  
themse lves .  
152 .  A  good  manager  can  overcome e r r i ; ) r s  made  by  11 i  s  e i i ; i " .< loyees ,  
153 .  A  rea l  p rob lem tha t  many  fa rm snpp l /  managers  have  i s  
r-i ri , 1 K I ^  r 
I  he  independen t  sp i r i t - - spurn ing  a l l  a id ,  i i eed i i i y  nv )  one ,  
se l f - re l i an t  a rc !  F ree - - - th i s  i s  man a t  h i s  bes t .  
LUGL LJlcy uwii I. L: I : : I n u i « « 0_j «-j i t o 
t i ves  fo r  the i r  bus iness  opera t ion .  
A  
1 2  3  4  5  
D  
A  
I  2  3  4  5  
D 
A  
1  2  3  4  5  
D  
A  
1  2  3  4  5  
D  
A  
'  2  3  4  5  
D 
A  
1 2  3  4  5  
D 
A  
1  2  3  4  5  
D 
A  
1 ?  3  4  5  
D 
A  
1  2  3  4  5  
D 
A  
1  '  "  3  4  5  D  
A  i  I 1  2  3  4  3 
D !  
A  
3  H 5  
D !  1  
A 1 ? 1 4  4  
D 
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sMght  s t rong 
154 .  The  bes t  way  to  so lve  p rob lems i s  to  d ig  i n  and  work  
on  them immed ia te l y  i ns tead  o f  was t ing  t ime  t r y ing  to  
th ink  o f  be t te r  o r  eas ie r  so lu t i ons ,  
155 .  I n  mos t  cases  a  manager  can  save  t ime  i n  the  long  run  
by  f i r s t  s i t t i ng  down and  f i gu r ing  the  p rob lem ou t .  
156 .  Peop le  mus t  be  coerced  i n to  work ing .  
157 .  Man  w i l l  exe rc i se  se l f -d i rec t ion  and  se l f - con t ro l  i n  the  
se rv i ce  o f  wor thwh i le  ob jec t i ves .  
158 .  Be fo re  t r y ing  any  new p rac t i ce  o r  i dea ,  i t  i s  p re t t y  
w ise  to  wa i t  and  see  how i t  i s  work ing  ou t  fo r  some o f  
the  o the r  bus inesses .  
159 .  I  wou ld  ra the r  take  more  o f  a  chance  on  mak ing  a  b ig  
p ro f i t  than  to  be  con ten t  w i th  a  sma l le r  bu t  l ess  r i sky  
p ro f i  t .  
160 .  I t ' s  good  fo r  a  manager  t o  take  r i sks  when  he  knows  n ib  
chance  o f  success  i s  f a i r l y  h igh ,  
161 .  Though  i t  may  be  s lower ,  a  good  manager  can  be  success fu l  
by  tak ing  on ly  ve ry  few r i sks .  
A  
D 
2 3 4 5  
A  
D 
1 2 3 4 5  
A  
D 
1 2 3 4 5  
A  
D 
1 2 3 4 5  
A  
D 
1 2 3 4 5  
A  
D 
1 2 3 4 5  
D 
1 2 3 4 5  
A  
D 
i  2 3 4 5  
5 1 7  
Sect ion  3 ,  Page I  
SECTION 3  
Ins t ruc t  ions  
You  w i l l  f i nd  g roups  o f  th ree  s ta tements  each  l i s ted  be low.  For  
each  g roup  o f  th ree  s ta tements ,  
-  ind ica te  the  one  w i th  wh ich  you  mos t  ag ree ,  and  
-  the  one  w i th  wh ich  you  mos t  d i sagree .  
Ind ica te  your  cho ices  by  wr i t i ng  the  s ta tement  number  you  ag ree  o r  d i s ­
agree  w i th  i n  the  b lanks  i n  f ron t  o f  each  ques t ion .  For  examp le ,  i  F  you  
espec ia l l y  ag ree  w i th  s ta tement  number  1 ,  w r i te  "1 "  i n  the  appropr ia te  space .  
I f  you  espec ia l l y  d i sagree  w i th  s ta tement  number  3 ,  w r i te  "3 "  in  the  appro ­
p r ia te  space .  
These  s ta tements  re fe r  to  ways  o f  th ink ing  abou t  peop le  o r  th ings  i n  
genera ! ;  They  re f l ec t  your  op in ions ,  no t  mat te rs  o f  fac t .  There  a re  no  
" r i gh t "  o r  "wrong"  answers  and  d i f f e ren t  peop le  have  been  found  to  agree  
w i th  d i f f e ren t  s ta tements .  
You  w i l l  f i nd  some o f  the  cho ices  easy  to  make .  O thers  w i l l  be  qu i te  
d i f f i cu l t .  P lease  answer  a l1 . the  ques t ions .  Do  no t  omi t  any  ques t ions ,  
no  mat te r  how ha rd  they  may  be .  Choose  the  bes t  answer  f rom among  those  
g i ven  and  answer  311  ques  t  i  ons .  
1 .  Mos t  peop le  who  ge t  ahead  i n  the  wor ld  l ead  c lean ,  mora l  l i ves ,  
2 .  Any  man wor th  h i s  sa l t  shou ldn ' t  be  b lamed fo r  pu t t i ng  h i s  ca reer  
above  h  i  s  f am i l y .  
3 .  Peop le  wou ld  be  be t te r  o f f  i f  they  were  concerned  less  w i th  how 
to  do  th ings  and  more  w i th  wha t  t o  do .  
(1  )  i s  the  s ta tement  w i th  wh ich  1 mos t  ag ree .  
(2 )  i s  the  s ta tement  w i th  wh ich  !  mos t  d i sagree .  
5 1 8  
Sect ion  3 ,  Page 2  
1 .  A l )  i n  a i l ,  i t  i s  be t te r  to  be  humb le  and  hones t  than  to  be  impor ­
tan t  and  d i shones t .  
2 .  A  man who  i s  ab le  and  w i l l i ng  to  work  ha rd  has  a  good  chance  o f  
succeed ing  i n  wha tever  he  wan ts  t o  do .  
3 .  I f  a  th ing  doesn ' t  he lp  us  i n  ou r  da i l y  l i ves ,  i t  i sn ' t  ve ry  
i  mpor tan t .  
(3 )  i s  the  s ta tement  w i th  wh ich  I  mos t  ag ree ,  
(4  )  i s  the  s ta tement  w i th  wh ich  I  mos t  d i  sagree .  
1 .  A  pe rson  shou ldn ' t  be  pun ished  fo r  b reak ing  a  law wh ich  he  th inks  
i s  un reasonab le .  
2 .  Too  many  c r im ina ls  a re  no t  pun ished  fo r  the i r  c r imes ,  
3 .  There  i s  no  excuse  fo r  l y ing  to  someone  e l se .  
(5  )  i s  the  s ta tement  w i th  wh ich  I  mos t  ag ree .  
(6  )  i s  the  s ta tement  w i th  wh ich  I  mos t  d i  sagree .  
1 .  I t  i s  poss ib le  to  be  good  i n  a l l  respec ts .  
2 .  To  he lp  onese l f  i s  good ;  t o  he lp  o the rs  even  be t te r .  
3 .  War  and  th rea ts  o f  war  a re  unchangeab le  fac ts  o f  human l i f e .  
(7  )  i s  the  s ta tement  w i th  wh ich  I  mos t  ag ree .  
(8  )  i s  the  s ta tement  w i th  wh ich  I  mos t  d  i  sagree .  
1 .  Barnum was  p robab ly  r i gh t  when  he  sa id  tha t  c i i e re ' s  a  sucker  bo i ' n  
eve ry  m inu te .  
2 .  L i fe  i s  p re t t y  du l l  un less  one  de l i be ra te l y  s t i r s  up  some exc i te ­
ment .  
3 .  Mos t  peop le  wou ld  be  be t te r  o f f  i f  they  con t ro l l ed  the i r  emot ions .  
(9 )  i  s  the  s ta tement  w i th  wh ich  !  mos t  ag ree .  
(10)  i s  the  s ta tement  w i th  wh ich  I  mos t  d i sagr  
Sect ion  3 ,  
Peop le  who  t a l k  abou t  abs t rac t  p rob lems usua l l y  don ' t  know 
w l ia t  t hey  a re  ta l k ing  abou t .  
Anyone  who  comp le te l y  t rus ts  anyone  e l se  i s  ask ing  fo r  t roub le .  
I t  i3  essen t ia l  f o r  the  func t ion ing  o f  a  democracy  tha t  everyone  
vo te .  
i s  the  s ta tement  w i th  wh ich  I  mos t  ag ree .  
i s  the  s ta tement  w i th  wh ich  I  mos t  d i  sagree .  
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SECTION 4 
i ns t ruc t ions  
The  fo l l ow ing  se t  o f .  ques t ions  concerns  your  op in ions ,  a t t i t udes  and  
background .  Each  ques t ion  w i l l  have  one  bes t  answer  f o r  you .  P lease  p lace  
a  check  i n  the  appropr ia te  space  fo r  each  ques t ion .  Be  su re  to  comp le te  a l l  
ques t  i ons .  
1 .  Keep ing  i n  m ind  your  h igh  schoo l  exper ience ,  how wou ld  you  rank  yourse l f  
as  a  s tuden t?  
a  .  __ in  t he  bes t  5% 
b  .  in  the  bes t  10% 
c  .  I n  t he  bes t  25% 
d  .  in  the  upper  ha l f  
e  .  in  the  lower  ha l f  
2 .  How much  l i f e  insu rance  do  you  ca r ry  on  yourse l f?  
a  .  none  
b  .  $1 ,000  to  $5 ,000  
c  .  $5,000  to  $ i  0 ,000  
d .  more  than  $10 ,000  
3 .  Dur ing  my teens  I  usua l l y  spen t  my  summers :  
a  .  vaca  t i on ing  
b  .  work ing  i n  town  
c .  work ing  on  a  fa rm 
d  .  do ing  someth ing  e l se  
4 .  How wou ld  you  rank  yourse ! '  as  a  manager?  
_ in  the  top  5% 
t he  upper  20% 
i n  the  upper  50% 
i n  the  lower  50% 
I  don ' t  know 
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Check one best  answer .  
5 .  In  connec t ion  w i th  your  work ,  i n  wh ich  one  o f  these  have  you  taken  mos t -
p r ide?  
a  .  hav ing  been  ab le  to  avo id  any  ma jo r  con t rove rs ies  
b .  hav ing  go t ten  where  I  am on  my own 
c .  hav ing  p rov ided  a  l o t  o f  new ideas ,  good  o r  bad  
d ._  ^ hav ing  been  ab le  to  work  smooth ly  w i th  peop le  
e .  hav  i  nq  been  ab le  to  do  we l l  wha tever  super io rs  reques ted  o f  me 
6 .  Where  wou ld  you  be long  i n  a  l i s t  o f  100  t yp i ca l  peop le  i n  the  k ind  o f  j ob  
you  do  bes t?  
a  .  in  the  bes t  5% 
b  .  In  the  upper  t h i rd  
c .  i n  the  m idd le  t h i rd  
d  .  __ in  t he  lowes t  t h i rd  
e .  I  don ' t  know 
7 .  The  fac to r  tha t  was  mos t  respons ib le  fo r  my cho ice  o f  a  ca reer  was :  
a .  pe rsona l  p lans  made  on  my  own 
b  .  adv ice  f rom o the rs  
8 .  What  was  the  p r imary  reason  fo r  your  se lec t ion  o f  your  f i r s t  fu l l - t ime  
job?  
a  .  good  pay  
b  .  oppor tun i t y  fo r  advancement  
c  .  secu  r  i  t y  
9 ,  Wh ich  one  o f  the  fo l l ow ing  goa ls  wou ld  you  mos t  l i ke  to  reach  be fo re  
re t  i  rement?  
a  .  sa t i s fac t ion  w i th  my own pe r fo rmance  
b .  an  e f f i c ien t ,  p rosperous  bus iness  
! 0 .  Wh ich  one  o f  the  fo l l ow ing  gods  wou ld  you  mes  c  l i ke  to  reach  be fo re  
re t  i  rement?  
a  .  be f i nanc ia l l y  success fu l  
b  ,  ach ieve  commun i t y  recogn i t i on  as  an  ou ts tand ing  i r ranager  
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Check one best  answer ,  
I  1 .  I  wou ld  mos t :  
a  _ l i ke  to  have  a  good  dea l  o f  respons ib i l i t y  
b .  l i ke  to  have  a  smooth - runn ing  opera t ion  
12 .  Assuming  you  have  f ree  cho ice ,  t o  whom wou ld  you  go  fo r  adv ice  on  an  
excep t iona l l y  d i f f i cu l t  bus iness  p rob lem? 
a .  my board  
b  .  _^assoc ia tes  w i th in  my commun i t y  
c .  my  ass is tan t  manager  o r  o the r  key  emp loyees  
d .  o the r  managers  o f  bus inesses  o f  th i s  t ype  
13 .  Do  mos t  peop le  g i ve  you ;  
a  .  much  more  respec t  th t r i  I  deserve  
b .  a  l i t t l e  more  respec t  than  i  deserve  
c  .  as  much  respec t  as  I  deserve  
d  .  a l i t t l e  less  respec t  than  I  deserve  
e .  a  l o t  less  respec t  than  I  deserve  
| 4 .  How have  you  reac ted  to  the  advan tages  and  oppor tun i t i es  tha t  have  been  
p resen ted  to  you?  
a .  I  have  taken  advan tage  o f  eve ry  oppor tun i t y  
b .  I  have  genera l l y  t r red  to  take  advan tage  o f  any  oppor tun i t y  
c  .  I -have  taken  advan tage  o f  some and  no t  o f  o the rs  
d  .  I  have  no t  had  too  many  oppor tun i t i es ,  bu t  have  taken  advan tage  
o f  the  ones  I  have  had  
e .  I  have  fa i l ed  to  take  advan tage  o f  any  oppor tun i t i es  p resen ted  
15 .  How do  you  compare  yourse l f  w i th  your  assoc ia tes  i n  genera l  a th le t i c  
ab  i 1 i  t y?  
3 .  I  am ve ry  much  be t te r  than  mos t  
b  .  I  am a  l i t t l e  be t te r  than  average  
c .  I  am abou t  ave rage  
d .  I  am a  l i t t l e  poore r  than  mos t  
e  .  my assoc ia tes  a re  ve ry  much  be t te r  than  I  
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Check one best  answer ,  
16 .  Wh ich  one  o f  the  fo l l ow ing  types  o f  rad io  o r  TV p rog rams do  you  l i ke  
bes t?  
a  .  news  ,  o r  spor ts  even ts  
b .  operas ,  symphon ies ,  o r  concer ts  
c  .  comedy  o r  va r ie ty  p rograms 
d  .  mys te ry  p lays  
e  .  cowboy  shows  
f  .  p rac t i ca l l y  never  l i s ten  to  the  rad io  o r  TV 
17 .  What  i s  your  usua l  s ta te  o f  hea l th?  
a  .  never  fee l  "under  the  wea ther "  
b .  se ldom fee l  "under  the  wea ther "  
c  .  somet imes  fee l  "under  the  wea ther "  
d  .  o f ten  fee l  "under  the  wea ther "  
18 „  Do  you  cons ide r  yourse l f  a :  
a  .  nervous  pe rson  
b  .  fa i r l y  tense  pe rson  
c  .  fa i r l y  re laxed  person  excep t  when  the  j ob  tens ion  bu i l ds  up  
d .  f a i r l y  re laxed  person  
e .  re laxed  person  
19 .  Dur ing  your  cour tsh ip ,  how d id  your  fami l y ' s  f i nanc ia l  c i r cumstances  com­
pare  w i th  those  o f  your  w i fe ' s  fami l y?  
a  .  my fami l y  was  much  be t te r  o f f  
b  .  my fami l y  was  a  l i t t l e  be t te r  o f f  
c .  bo th  fami l i es  were  i n  abou t  the  same c i r cumstances  
d  .  her  fami l y  was  a  l i t t l e  be t te r  o f f  
e  .  her  fami l y  was  much  be t te r  o f f  
20 .  Wh ich  o f  the  fo l l ow ing  bes t  desc r ibes  your  ac t ions  when  you  have  a  tough  
bus iness  p rob lem to  so lve?  
a  .  s i t  down and  f i gu re  i t  ou t  myse l f  
b .  t a l k  i t  over  w i th  my w i fe  o r  f r i ends  
ta l k  i t  over  w i th  some o f  the  key  emp loyees  
t a l k  i t  ove t  
c .  
e  ^  l e t  i t  r i de  fo r  a  wh i le ,  then  tack le  i t  f resh  l a te r  on  
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Check one best  answer .  
21 .  How o f ten  do  young  peop le ,  ou ts ide  o f  your  immed ia te  fam i l y ,  come t o  
you  fo r  adv ice?  
a  .  neve  r  
b  .  ra  re  I  y  
c  .  occas  iona l  I  y  
d  .  qu  i  te  o f ten  
e .  con  s  tan  11  y  
22 .  I n  your  op in ion  wha t  i s  the  bes t  way  t o  ge t  peop le  to  do  th ings?  
a  .  by  d r i v ing  them 
b  .  by  show ing  them 
c  .  by  k idd i tn -g  t - t t em i n to  go ing  a tong  
d  .  by  se t t i ng  an  examp le  
e  .  some o the r  way  
23 .  In  your  op in ion ,  wha t  have  the  peop le  fo r  whom you  have  worked  though t  
o f  you?  Though t  1  was  -
a  .  very  d i f f e ren t  f rom them in  emot iona l  make-up  
b  .  somewhat  d i f f e ren t  f - rom them i n  emot iona l  make-up  
c  .  o i  11  y  S l i gh t l y  d i f f e ren t  f rom them in  emot iona l  make-up  
d  .  very  much  l i ke  them i n  emot iona l  make-up  
e  .  I  have  neve i  g i ven  i t  much  though t  
24 .  wh  i  ch  one  o f  the  fo l l ow ing  has  he lped  you  mos t  i n  ge t t i ng  a long  w i th  
peop le?  
a  .  go ing  a long  w i th  ma jo r i t y  op in ion  
b  .  s tand ing  up  fo r  my r i gh ts  
c  .  g iv ing  o the rs  a  l o t  o f  a t ten t ion  
d^  no t  chang ing  my v iews  i f  1 t h ink  1 am r i gh t ,  desp i te  p ressure  
e .  chang ing  my op in ion  when  i t  i s  necessary  
25 .  What  pe r iod  o f  your  l i f e  do  you  remember  as  your  happ ies t?  
a  . car 1  y  ch i  1  dhood  
b .  _  schoo l  years  
c  .  the  immed ia te  pas t  
d  .  wh i le  i n  the  a rmed  fo rces  
e  .  now 
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26 ,  Wh ich  one  o f  the  fo l l ow ing  have  you  the  mos t  oppor tun i t y  to  do  i n  your  
p resen t  j ob?  
_use  my  imag ina t ion  
^exerc i se  my  admin is t ra t i ve  ab i l i t y  
do  t he  j ob  as  i t  shou ld  be  done  
j e lax  now and  then  
exerc i se  my i n i t i a t i ve  
a .  
b . ,  
c .  
d ._  
e .  
fami l y  o r  ch i l dhood  home,  
, vc ry  happy  
qu i te  happy ,  mos t  o f  the  t ime  
y  —^ne i the r  ve ry  happy  no r  ve ry  unhappy  
•  ^  l i t t l e  on  the  unhappy  s ide  
G.  ve ry  unhappy  
28 .  How fa r  d id  your  w i fe  go  i n  schoo l?  
a .  d id  no t  comp le te  e igh th  g rade  
b .  f i n j sheo  e igh th  g rade  
c .  some h igh  3choc  1 ,  bu t  d id  no t  f i n i sh  
d .  g radua ted  f rom h igh  schoo l  
e .  some co l l ege ,  o r  co l l ege  g radua te  
f .  sec re ta r ia l  o r  voca t iona l  schoo l  
29 -  Dur ing  your  l as t  two  years  i n  h igh  
bo th  i n  and  ou t  o f  schoo l ,  d id  you  
a .  none  
b  I t o  4  
c ,  5  to  9  
d  « i  0  to  14  
e .  15  o r  more  
schoo l ,  abou t  how many  hours  a  week ,  
spend  on  a th le t i cs?  
30 .  How do  you  usua l l y  ac t  when  you  a re  angry?  
a .  s to rm a round  fo r  awh i le  l e t t i ng  o f f  s team 
b ,  t r y  no t  t o  show tha t  !  am angry  a t  a i l  
c»  never  l e t  my temper  ge t  the  bes t  o f  me 
d«  La  I k  i t  over  w i th  someone  
e  t r y  to  keep  away  f rom everybody  fo r  a  wh i le  
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31 .  How do  you  fee l  abou t  your  se l f - con f idence?  
a  .  I  am ve ry  con f iden t  o f  myse l f  i n  any  phase  o f  ac t i v i t y  
b  .  I  am qu i te  con f iden t  o f  myse l f  i n  mos t  phases  o f  ac t i v i t y  
c  .  ,1 have  qu i te  a  b i t  o f  se l f - con f idence  abou t  my  i n te l l ec tua l  ab i l i  
bu t  I  am no t  as  se l f - con f iden t  abou t  my  soc ia l  ab i l i t i es  
d .  I  have  qu i te  a  b i t  o f  se l f - con f idence  abou t  my  soc ia l  ab i l i t y ,  
bu t  I  am no t  as  se l f - con f iden t  abou t  my  i n te l l ec tua l  ab i l i t y  
e .  I  lack  some se l f - con f idence  i n  bo th  i n te l l ec tua l  and  soc ia l  ac t i ­
v i t i es  
32 .  Look ing  back  on  your  ch i l dhood ,  wha t  a rea  wou ld  you  say  gave  you  your  
g rea tes t  ove r -a l l  d i s t ress?  
a  .  phys ica l  i l l ness  
b  .  the  fee l i ng  o f  no t  be ing  wan ted  by  pa ren ts  o r  pa ren t  
c  .  the  fee l i ng  o f  no t  be ing  wan ted  by  schoo lmates  
d  .  the  fee l i ng  o f  no t  be ing  wan ted  by  teachers  
e  .  fa i l u re  i n  some ac t i v i t y  o r  th ing  I  espec ia l l y  wan ted  to  
succeed  i n  
33 .  How do  you  fee l  abou t  the  b reaks  you 've  had  i n  l i f e?  
a .  I  have  had  no th ing  bu t  bad  b reaks  
b  .  I  have  had  abou t  an  even  share  o f  l uck  
c  .  I  have  had  more  than  my share  o f  bad  b reaks  
d .  I  have  had  more  good  b reaks  than  bad  ones  
e  .  luck  has  been  my way  p rac t i ca l l y  a l l  the  t>me 
34 .  wh ich  o f  the  fo l l ow ing  bes t  desc r ibes  l l i c  i n te rac t ion  be tween  you  and  
your  assoc ia tes  i n  a  g roup  s i tua t ion?  
a  .  fee l  f ree  to  express  my  v iews ,  and  they  a re  usua l l y  we l l  
rece  i  ved  
b .  i  fee l  f ree  to  express  iv i y  v i ews ,  bu t  the  g roup  doesn ' t  a lways  
share  them 
c  .  I  am re luc tan t  to  express  my v iews ,  bu t  they  a re  usua l l y  we l l  
rece  i  ved  
d«  I  am re luc tan t  to  express  my v iews  and  the  g roup  doesn ' t  a lways  
share  them 
e ,  I  l i s ten  to  the  v iews  o f  o the rs  bu t  se ldom express  nvy  own  
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35 .  How o f ten  have  you  cons ide red  chang ing  to  some o the r  l i ne  o f  work?  
a  •  regu la r l y  
b .  occas  i  ona l1  y ,  
c .  occas  i ona l1y .  
d .  ra re l y  
e .  never  
36 .  What  amoun t  o f  coopera t ion  have  you  rece ived  f rom your  emp loyees  on  
your  p resen t  j ob?  
a .  de f in i te l y  do  no t  ge t  coopera t ion  on  the  j ob  
b .  ge t  some coopera t ion  on  the  j ob  
c .  ge t  much  coopera t ion  on  the  j ob  
d .  ge t  comp le te  coopera t ion  on  the  j ob  
37 .  What  amoun t  o f  he lp  and  coopera t ion  have  you  rece ived  f rom the  board  
on  your  p resen t  j ob?  
a .  de f in i te l y  do  no t  ge t  coopera t ion  on  the  j ob  
b  .  get  some coopera t ion  on  the  j ob  
c  .  get  much  coopcrp t i c r .  on  the  j ob  
d .  _  ge t  comp le te  coopera t ion  on  the  j ob  
38 .  Whet  do  you  do ,  o r  wou ld  you  usua l l y  do ,  i f  a  member  o f  the  board  made  
a  sa rcas t i c  remark  abou t  you  under  t ' ne  gu ise  o f  l i umor?  
a .  mumble  under  your  b rea th  to  someone  e l se  
b  .  make  a  "humorous"  rep ly  i n  re tu rn  
c .  make  a  se r ious  rep ly  
d .  pay  no  a t ten t ion  to  i t  
e .  wa i t  f o r  a  l a te r  chance  to  rep ly  
39 .  What  was  the  p r imary  reason  fo r  your  se lec t ion  o f  your  f i r s t  fu l l - t ime  
job?  
i t  was  cha l leng ing  
in  f i e ld  o f  i n te res t  
t ra in ing  fo r  fu tu re  jobs  
a  .  because  
b  .  _becau  se  
c .  as  good  
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40 .  To  wha t  degree  do  you  fee l  tha t  your  p resen t  j ob  makes  use  o f  your  
ab i l i t i es  and  capac i t i es?  
a .  demands  m in imum use  o f  capab i l i t y  
b .  demands  modera te  use  o f  capab i l i t y  
c .  demands  much  use  o f  capab i l i t y  
d  .  demands  max imum use  o f  capab i l i t y  
4 l .  In  your  co -op ,  wh ich  one  o f  these  i s  mos t  desc r ip t i ve  o f  the  peop le  
who  work  f o r  you  i n  th i s  co -op?  
a .  the re  i s  too  much  t ime  was ted  unnecessar i l y  
b .  the re  i s  no t  enough  l oya l t y  to  the  o rgan iza t ion  
c  .  the re  a re  too  many  peop le  b lu f f i ng  the i r  way  a long  
d  .  there  a re  too  many  peop le  who  haven ' t  enough  d r i ve  
e .  the re  a re  too  many  peop le  j us t  i n te res ted  i n  the i r  own i nd iv i ­
dua l  advancement  
42 .  I n  wh ich  one  o f  the  fo l l ow ing  ways  have  you  mos t  des i red  g rea te r  oppor ­
tun i t y  i n  jobs  wh ich  you  have  he ld  i n  the  pas t?  
a  .  use  o f  my imag ina t ion  
b  .  exerc i se  o f  my  admin is t ra t i ve  ab i l i t y  
c .  f reedom to  do  the  job  as  i t  shou ld  be  done  
d -  re lax  now and  then  
e .  ^exerc i se  o f  my  i n i t i a t i ve  
43 .  !n  wh ich  one  o f  the  fo l l ow ing  ways  has  your  p ro fess iona l  p rog ress  been  
mos t  hand icapped?  
a .  be ing  too  easy -go ing  
b ,  be ing  too  fo rce fu l  
c „  be ing  too  c rea t i ve  
d .  be ing  too  in te res ted  in  de ta i l s  
e ,  be ing  too  in te ies ted  i n  immed ia te  ga in  
44 .  Wh ic f -  one  o f  the  fo l l ow ing  qua l i f i ca t ions  was  mos t  impor tan t  t o  the  
success  o f  the  bes t  manager  you  have  eve r  known?  
a .  ab i l i t y  to  dea l  e f fec t i ve l y  w i th  peop le  
u  Î  1  i  t y  to  keep  the  p ressure  Oi l  uuL i  1  t he  J  ob  i  5  uu i  i c  
c .  know ledge  o f  the  techn ica l  aspec ts  o f  admin is t ra t i on  
d  .  ab i l i t y  to  s i ze  up  a  s i tua t ion  and  ac t  accord ing ly  
e .  techn ica l  know ledge  o f  l i nes  he  hand les  
f .  none  o f  the  above  
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45 .  Wh ich  one  o f  the  fo l l ow ing  qua l i f i ca t ions  was  l eas t  impor tan t  t o  the  
success  o f  the  bes t  manager  you  have  eve r  known?  
a  .  ab i l i t y  to  dea l  e f fec t i ve l y  w i th  peop le  
b .  ab i l i t y  to  keep  the  p ressure  on  un t i l  the  j ob  i s  done  
c .  know ledge  o f  the  techn ica l  aspec ts  o f  admin is t ra t i on  
d .  ab i l i t y  to  s i ze  up  a  s i tua t ion  and  ac t  accord ing ly  
e  .  techn ica l  know ledge  o f  l i nes  he  hand les  
f  .  none  o f  the  above  
46 .  How do  you  fee l  abou t  the  t ime  you  have  to  do  your  j ob?  
a .  have  t ime  fo r  eve ry th ing  w i thou t  fee l i ng  pushed  
b .  w ish  I  had  a  l i t t l e  more  t ime  to  p lan  and  to  th ink  
c  .  necessary  to  keep  push ing  to  ge t  eve ry th ing  done  
d .  ve ry  ha rd  to  do  wha t  i s  expec ted  o f  me i n  the  t ime  ava i lab le  
47 .  How o f ten  do  you  fee l  d i ssa t i s f i ed  w i th  yourse l f?  
a  f requen t  I  y  
b  .  occas  i  ona  1 l y  
c  .  ra re ly  
d  .  hard ly  eve r  
48 .  In  how many  d i f f e ren t  c i t i es ,  towns ,  o r  townsh ips  have  you  l i ved?  
a .  I  to  3  
b .  4  to  6  
c  .  7  to  9  
d .  10  t o  12  
e  .  13 o r  more  
49 .  Work ing  w i th  o the rs  on  the  j ob ;  
a .  makes  the  work  more  p leasan t  
b  ,  inc reases  tens ion  
Cc  i n te r fe res  w i th  ge t t i ng  the  work  done  
d .  he ips  by  p rov id ing  new ideas  and  g i v ing  suppor t  
e .  does  no t  make  much  d i f f e rence  
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50 .  Wh ich  one  o f  the  fo l l ow ing  seems mos t  impor tan t  t o  you?  
a  .  a p leasan t  home and  fami l y  l i f e  
b  .  a cha l leng ing  and  exc i t i ng  job  
c .  ge t t i ng  ahead  i n  the  wor ld  
d .  be ing  ac t i ve  and  accep ted  i n  commun i t y  a f fa i r s  
e  .  mak ing  the  mos t  o f  my  pa r t i cu la r  ab i l i t y  
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